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I.  INTRODUCTION 


The  NOAA  Corps,  formerly  called  the  ESSA  Corps,  is  a 
descendent  of  the  United  States  Coast  and  Geodetic  Survey 
which  was  formed  by  Act  of  Congress  in  1917*  For  many  years, 
the  major  activities  of  the  Coast  and  Geodetic  Survey  were 
hydrographic  and  geodetic  surveying  for  which  engineers 
qualified  for  marine  command  were  required.  Since  that  time, 
the  NOAA  Corps  mission  has  expanded  to  encompass  earth,  at- 
mospheric, ocean,  and  biological  sciences.  In  the  August  1, 
1971,  NOAA  Corps  Bulletin,  the  following  NOAA  Corps  mission 
statement  was  published* 

"The  mission  of  the  NOAA  Corps  is  to  provide  officers 
technically  competent  to  assume  positions  of  leader- 
ship in  the  projects  and  programs  of  NOAA.  Members 
of  a Uniformed  Service,  they  serve  as  officers  of 
the  Department  of  Commerce  or  as  military  officers, 
if  transferred  to  the  Armed  Services  during  times 
of  emergency.  Discipline  and  flexibility  are  in- 
herent in  the  Corps  personnel  system.  NOAA  officers 
are  trained  for  positions  of  leadership  and  command 
in  the  operation  of  ships  and  aircrafts  in  the  con- 
duct of  field  projects  on  land,  at  and  under  the  sea, 
and  in  the  air?  in  the  management  of  NOAA  observa- 
tional and  support  facilities;  as  members  or  leaders 
of  research  efforts ; and  in  the  management  of  various 
organizational  elements  throughout  NOAA." 

An  intrinsic  part  of  assuring  that  capable  men  are  ful- 
filling th?.t  mission  is  the  NOAA  Corps  Fitness  Report  System. 
The  heart  of  this  system  is  NOAA  Form  56-6,  Fitness  Report 
for  Commissioned  Officers.  To  quote  from  the  instructions 
for  preparing  Form  56-6  * 


"This  report  is  used  with  previous  fitness  reports 
for  the  purposes  of  assignment-making , career  devel- 
opment and  promotion." 

The  objectives  of  this  thesis  are  the  determination  of 
whether  or  not  the  NOAA  Corps  Fitness  Report  System  is  in 
fact  fulfilling  the  above  functions  and,  if  not  doing  so, 
the  formulation  of  methods  to  improve  the  System  to  better 
meet  NOAA  Corps  personnel  needs.  To  accomplish  these  ob- 
jectives, research  has  been  directed  into  the  following 
areas « 


1)  A study  of  current  literature  to  determine  new  de- 
velopments in  and  "state  of  the  art"  of  performance 
appraisal. 

2)  A study  of  pertinent  NOAA  Corps  regulations  and 
official  published  material  regarding  the  NOAA 
Corps  Fitness  Report  System. 

3)  A study  of  the  appraisal  systems  of  the  six  larger 
uniformed  services  of  the  United  States. 

4)  A study  of  industrial  appraisal  systems  with  partic- 
ular emphasis  on  firms  having  occupational  similari- 
ties to  NOAA  Corps  assignments. 

5)  An  attitude  and  informational  questionnaire  designed 
to  determine  NOAA  Corps  officers'  perceptions  and 
observations  of  the  NOAA  Corps  fitness  report  system. 

In  conclusion,  this  thesis  will  make  specific  recom- 
mendations concerning  the  NOAA  Corps  officer  appraisal 
system.  These  recommendations  will  be  based  on  the  results 
of  the  above  studies  and  the  questionnaire  results. 
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A.  BACKGROUND 

The  origins  of  performance  appraisal  are  lost  in  an- 
tiquity. It  is  probable  that  the  beginnings  o^  performance 
appraisal  coincide  with  the  beginnings  of  the  world’s  old- 
est profession.  Within  the  military  realm,  examples  of  in- 
formal military  appraisal  are  found  in  the  Bible,  Caesar's 
account  of  the  Gallic  Wars,  Napoleon's  campaigns,  and  in  the 
majority  of  written  histories  down  through  the  ages.  The 
reports  of  Brigadier  General  Lewis  Cass  in  1813  are  the 
oldest  written  fitness  reports  in  United  States  Department 
of  Defense  files.  Since  that  time,  all  uniformed  services 
and  the  majority  of  governmental  agencies  and  industrial 
concerns  have  adopted  some  form  of  a personnel  evaluation 
system.  For  the  majority  of  organizations  with  a personnel 
evaluation  system,  the  present  format  of  the  appraisal 
system  has  been  arrived  at  by  an  iterative  process  as 
management  theories  have  come  and  gone  and  as  further  in- 
sight into  the  workings  of  human  behavior  have  been  gained. 

The  majority  of  performance  appraisal  systems  in  use 
today  have  stated  or  implied  objectives  of  justifying  wage 
and  salary  actions,  setting  goals,  determining  training  needs, 
providing  a historical  background  to  aid  in  the  justifi.  nation 
of  personnel  actions,  providing  either  positive  or  negative 
feedback  concerning  performance,  and  validating  selection 
and  promotion  procedures. 
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Performance  appraisal  systems  can  be  categorized  in 
many  ways.  For  purposes  of  this  thesis,  this  writer  cat- 
egorized appraisal  systems  by  design  of  system,  evaluator  - 
evaluatee  relationship,  and  developmental  versus  evaluative 
systems . 

B.  PROBLEMS  WITH  APPRAISAL 

Before  proceeding  with  a description  of  the  above  sys- 
tems it  is  noted  that  all  systems  have  one  or  more  of  the 
following  common  appraisal  problems  as  compiled  by  the  writers 

(1)  Subjectivity  ^?atton,  19607  - No  matter  the  system 
or  the  rater(s) , personal  bias  will  creep  into  rat- 
ings. Personal  values  and  bias  have  in  more  than  one 
organization  replaced  organizational  standards. 

(2)  Halo  effect  ^wart,  Seashore  and  Tiffin,  19M7  ~ This 
error  occurs  when  the  rater  lets  one  characteristic 
influence  the  overall  assessment  of  the  person  being 
rated.  From  the  standpoint  of  the  organization,  this 
can  be  particularly  harmful  if  politically  skilled 
sycophants  score  high  on  items  such  as  human  relations 
and  are  then  scored  equally  high  on  items  such  as  pro- 
ductivity when  in  reality  their  productivity  may  be 
quite  low. 

(3)  Leniency  ^Taylor  and  Hastman,  1 95§7  ~ These  errors 
are  manifested  by  grade  inflation.  The  converse  of 
this  error  is  the  tendency  to  rate  people  lower  than 


their  true  worth,  although  this  is  much  less  common. 

(4)  Central  tendency  error  /Patterson,  19527  " This  occurs 
when  a rater  tends  to  rate  everyone  average  and  in 
fact  fails  to  differentiate  between  subordinates. 

(5)  Establishment  of  Reliability  /Taylor  and  Hastman, 

195^7  - The  reliability  of  a performance  appraisal 
system  is  the  consistency  with  which  a subordinate 

is  rated  in  successive  ratings,  assuming  no  change  in 
the  subordinate's  performance  nor  in  the  appraisal 
form.  Reliability  is  also  measured  by  the  consis- 
tency with  which  two  or  more  supervisors  rate  per- 
formance when  they  have  comparable  information 
concerning  a subordinate's  performance. 

(6)  Establishment  of  Relevance  /Haynes,  19787  - Are  the 
traits  being  reported  on  truly  relevant  to  the  organ- 
ization and  the  job  of  the  rated  individual? 

(7)  Establishment  of  Validity  /Bayroff,  Haggerty,  and 
Rundquist,  19 5^7  ~ The  validity  of  a performance 
evaluation  system  is  indicated  by  the  extent  to  which 
ratings  reflect  real  differences  in  the  degree  to 
which  the  ratees  are  contributing  to  the  overall 
goals  of  the  organization. 

(8)  Managerial  Resistance  - This  problem  first  suggested 
by  Douglas  McGregor  /Ref.  207»  is  generated  by  the 
supervisor's  innate  resistance  to  "playing  God."  To 
quote  McGregor  "The  respect  we  hold  for  the  inherent 
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value  of  the  individual  leaves  us  distressed  when  we 
must  take  responsibility  for  judging  the  personal 
worth  of  a fellow  man.  Yet  the  conventional  ap- 
proach to  performance  appraisal  forces  us  not  only 
to  make  such  judgments  and  to  see  them  acted  upon 
but  also  to  communicate  them  to  those  we  have  judged. 
Small  wonder  we  resist l” 

(9)  Managerial  Time  Constraints  ^Whisler  and  Harper,  19647  * 
For  managers  having  to  appraise  large  number  of  sub- 
ordinates, the  time  required  to  both  observe  and  then 
complete  the  paperwork  involved  with  the  appraisal 
process  may  be  prohibitive* 

(10)  Error  of  recency  - According  to  Ford  and  Jennings 
^Ref.  Il7,  the  tendency  to  evaluate  an  employee  on 
what  he  has  done  recently  as  opposed  to  his  consistent 
performance  throughout  the  rating  period. 

The  above  list  is  not  meant  to  be  a comprehensive  listing 
of  all  problems  associated  with  performance  appraisal. 

Numerous  other  problems,  such  as  intra-personal  conflict  be- 
tween rater  and  ra+ee,  timeliness  of  appraisal  information, 
and  even  intentional  corruption  of  the  system  by  morally 
bankrupt  managers,  can  and  will  crop  up  from  time  to  time 
in  specific  instances. 


C.  DESIGN  OP  APPRAISAL  SYSTEMS 


According  to  Oberg  ,/Ref.  227,  there  are  nine  system  de- 
signs in  general  use  today.  These  arei 

1.  Essay  appraisa. 

2.  Graphic  scale  rat 

3.  Field  review 

4.  Forced-choice  rating 

5*  Critical  incident  appraisal 

6.  Management- by-ob jectives  approach 

7.  Work- standards  approach 

8.  Ranking  methods  including  alternation  and  paired 
comparison 

9.  Assessment  centers 

An  additional  system  coming  into  fairly  widespread  use  is 
the  behaviorally  anchored  rating  scale.  The  general  charac- 
teristics of  these  systems  followi 

(1)  The  essay  appraisal  Richardson,  1950 7 essentially 
requires  the  rater  to  write  a paragraph  or  more 
describing  the  ratee's  strengths,  weaknesses,  accom- 
plishments, estimated  potential,  etc.  The  biggest 
problems  with  essay  ratings  are  the  variability  of 
length  and  content  and  the  general  difficulty  associ- 
ated with  comparing  one  man's  ratings  with  another. 

(2)  The  graphic  rating  scale  Raterson  1922-1923*  Ryan, 
19^57  does  not  allow  an  in-depth  study  of  a man's 
performance  characteristics,  but  it  is  considered 
one  of  the  more  reliable  and  consistent  appraisal 
methods.  According  to  Oberg,  "For  many  purposes 
there  is  no  need  to  use  anything  more  complicated 
than  a graphic  scale  supplemented  by  a few  essay 
questions." 
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(3)  The  field  review  method  ^fadsworth,  194-87  i-3  utilized 
when  it  is  suspected  that  there  may  be  rater  bias, 
widespread  errors  of  leniency  causing  system  inflation, 

- 

or  when  comparability  of  ratings  is  essential.  Essen- 
tially, this  method  involves  a member  of  the  central 
administrative  staff  meeting  with  small  groups  of 
raters  and  discussing  the  ratings  of  their  individual 
employees  with  them.  The  objectives  of  this  meeting 
are  to  (a)  identify  areas  of  inter-rater  disagreement, 
(b)  help  the  group  arrive  at  a consensus  concerning 
the  ratings  of  their  employees,  and  (c)  assure  that 
each  rater  is  perceiving  the  organizatiorfs  standards 
similarly.  The  major  problem  with  this  system  is 
that  the  process  is  quite  time  consuming. 

(4-)  Forced-choice  rating  ^/Sisson,  1 94-87  has  many  varia- 
tions, but  the  most  common  asks  the  appraiser  to  choose 
from  among  tetrads  of  statements  those  which  least 
fit  him.  Each  statement  has  a weight  or  score  at- 
tached to  it  as  established  by  the  designer  of  the 
farm  and  the  highest  scoring  ratees  are  considered  the 
best  performers.  In  theory  this  system  looks  great 
as  it  is  assumed  that  both  the  rater  and  ratee  have 
sub-moronic  intelligence  and  are  being  "tricked"  into 
giving  a "true"  evaluation.  In  practice,  a sophis- 
ticated rater  can  easily  give  any  employee  as  high  or 
low  of  rating  as  he  desires.  Another  problem  is 
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that  forced  choice  ratings  are  relatively  useless  in 
performance  appraisal  reviews. 

(5)  Critical  incident  appraisal  /Flanagan  and  Burns,  19527 
involves  the  supervisor  keeping  a record  of  a sub- 
ordinate's performance  throughout  a rating  period. 

Both  good  and  bad  performance  is  recorded  and  then 
related  to  the  subordinate  during  an  appraisal  inter- 
view. The  primary  advantage  of  this  system  is  that 
a man’s  performance  and  not  his  personality  is  what 
is  being  evaluated.  Problems  with  this  system  are 
that  the  supervisor  sets  the  standards  and  then  makes 
the  subjective  judgment  of  what  is  a "critical 
incident"  /Scott,  197.27. 

(6)  Management-by-objectives  (MBO)  /Patton  i960,  The 
Conference  Board,  19687  involves  employees  helping 
to  determine  their  own  future  performance  goals  and 
then  being  rated  on  how  well  they  attain  these  goals. 
Two  major  problems  have  evolved  from  this.  It  has 
become  apparent  that  many  employees  want  nothing  to 
do  with  setting  their  own  goals  ("If  I wanted  to  be 
a manager,  I would  have  become  a manager")  and  in 
many  instances  lauded  examples  of  participatory  man- 
agement have  drifted  into  a system  whereby  management 
attempts  to  give  an  impression  of  participatory  goal 
setting  but,  in  fact,  ends  up  setting  its  own  goals 
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and  objectives.  In  addition,  some  practitioners  claim 
that  paperwork,  excessive  time  to  implement,  and  in- 
ability to  compare  one  individual  with  another  are 
major  difficulties  of  an  MBO  system. 

(7)  The  Work  Standards  approach  /Oberg,  1972/  is  essen- 
tially MBO  with  one  major  philosophic  difference.  The 
company  sets  the  objectives  and  then  evaluates  em- 
ployees on  how  well  they  attain  these  company  set 
goals.  However,  setting  goals  for  the  employees 
should  make  the  evaluation  procedure  less  threatening 
as  the  employee  knows  the  exact  basis  for  his  evalu- 
ation. The  most  serious  problem  with  the  Work  Standards 
approach  appears  to  be  an  inability  to  compare  individ- 
uals, as  employees  in  different  portions  of  an  organ- 
ization are  rated  on  a different  basis.  Also  in  many 
jobs  there  is  difficulty  in  setting  accurate  and  fair 
standards . 

(8)  Ranking  methods  essentially  list  employees  in  the 
supervisor's  perceived  order  of  worth  to  the  organization. 
Alternation  ranking  /Lopez,  19687,  forced  distribution 
/Tiffin,  195l7>  and  pair ed- comparison  /La wshe,  Kephart, 
and  McCormick,  19^57  ranking  are  the  most  widespread 
ranking  systems.  This  system  is  widely  used  in 
choosing  individuals  for  promotion  to  top  management 

as  candidates  for  such  positions  usually  have  equally 
glowing  appraisal  reports.  The  major  drawbacks  of 
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this  system  axe  its  almost  completely  subjective 
nature  and  the  fact  that  it  is  not  "relative."  All 
those  ranked  may  be  very  poor.  Ultimately  the  individ- 
ual or  group  making  such  rankings  must  rely  on  'gut 
feeling'  to  establish  a ranking  order. 

(9)  Assessment  centers  ^Allen,  197^7*  as  pioneered  by 
Dr.  Douglas  Bray  of  AT  and  T,  are  groups  of  specially 
trained  managers  from  various  departments  in  an  or- 
ganization brought  together  to  pool  judgment  for 
ranking  a group  of  subordinates  by  order-of-merit . 

These  subordinates  pass  through  a series  of  manage- 
ment games,  leaderless  discussion  groups,  etc.,  and 
are  evaluated  on  their  performance  by  the  assessment 
center.  This  system  is  a sophisticated  ranking  method 
that  makes  it  possible  for  worthy  individuals  in  low 
status  departments  or  low  profile  jobs  to  attain  visi- 
bility in  the  competitive  situation  of  an  assessment 
center.  There  is  little  that  can  be  said  against  such 
a method  as  it  has  the  effect  of  equalizing  oppor- 
tunity, improving  morale,  and  enlarging  the  pool  of 
possible  promotion  candidates.  However,  it  can  be 
very  expensive  and  ultimately  relies  on  the  collective 
subjective  judgment  of  the  individuals  making  up  the 
assessment  center. 

(10)  Behaviorally  anchored  rating-scales,  lauded  by  Millard, 
Luthans,  and  Otteman  /Ref.  21 7 as  "A  New  Breakthrough 
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for  Performance  Appraisal"  are  in  fact  a glorified 
version  of  the  graphic  rating  scale.  For  example,  as 


opposed  to  headings  such  as  outstanding  . . . through 
unsatisfactory  on  a performance  trait  such  as  grace- 
fulness, the  rater  could  be  expected  to  choose  from  a 
list  of  statements  such  as 

- a)  Has  the  moves  of  a prima  ballerina 

- b)  Can  pirouette  with  the  best  of  them 

- c)  Can  jog  reasonably  well 

- d)  Trips  often 

- e)  Misses  the  ground  when  intentionally  throwing 
self  at  same 

The  authors  claim  this  system  will  be  a breakthrough 
for  "more  reliable,  effective  and  valid  performance 
appraisals."  Because  of  the  increased  specificity 
of  the  rating  scale,  it  is  possible  that  this  system 
will  function  better  than  the  traditional  graphic 
rating  scale.  However,  a problem  exists  in  identi- 
fying universally  applicable  behavioral  descriptors 
in  an  organization  with  diversified  missions. 

The  majority  of  appraisal  forms  in  use  today  incorporate 
elements  from  one  or  more  of  the  above  appraisal  designs. 

The  over-riding  philosophy  in  this  hybrid  approach  is  that 
two  or  more  appraisal  systems  used  together  will  complement 
each  other  and  give  a more  complete  view  of  the  rated 
individual . 
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D.  EVALUAT0R-EVA1UATEE  RELATIONSHIPS 

Within  the  context  of  the  above  appraisal  designs,  the 
following  evaluator-evaluatee  relationships  can  exist* 

1.  Superior- subordinate  appraisal  system  - This  is  the 
classical  evaluation  system  in  which  the  superior 
passes  judgment  on  the  past  performance  of  a subor- 
dinate. This  system  is  also  amenable  to  a group  of 
superiors  combining  their  views  to  pass  judgment  on  a 
subordinate. 

2.  Participatory  approach  - This  system  is  essentially 
the  management-by-objectives  approach  in  which  a sub- 
ordinate and  superior  jointly  establish  a set  of  ob- 
jectives for  the  subordinate  to  accomplish,  and  then, 
at  the  end  of  a rating  period,  participate  in  evalu- 
ating how  well  the  subordinate  met  his  objectives  and 
agree  on  a new  set  of  objectives  for  the  coming  rating 
period. 

3.  Self -appraisal  - Self-appraisal,  as  described  by 
Teel  ^Ref.  327*  is  a method  whereby  the  subordinate 
rates  himself  and  then  compares  his  results  with  his 
supervisor's  rating  of  him.  Ground  rules  are  laid  out 
ahead  of  time  for  negotiating  differences  between  the 
subordinate’s  view  of  himself  and  the  superior's  view 

of  the  subordinate.  Teel  reports  that  in  his  experience 
this  method  enhanced  the  communication  between  superior 
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and  subordinate  during  the  appraisal  interview. 

Tenneco  Oil  of  the  firms  canvassed  in  Chapter  3 prac- 
tices this  form  of  self -appraisal.  A variation  of 
self -appraisal,  whereby  the  subordinate  provides  his/ 
her  superior  with  a listing  of  his  objectives,  duties, 
and  accomplishments  during  the  appraisal  period,  is 
practiced  by  two  firms  canvassed  by  the  writer  and  is 
under  consideration  for  use  by  the  United  States  Army. 

4.  Peer  ratings  /Hollander,  19547  - Ratings  by  those  of 
equal  rank  or  position  in  a hierarchical  social  system 
are  termed  peer  ratings.  The  over-riding  consideration 
of  peer  evaluation  is  "that  the  individual  working 
closest  to  the  person  being  judged  would  have  the  best 
information  on  performance"  /Whisler  and  Harper,  19647. 

A major  problem  in  peer  rating  is  that  the  criteria  for 
evaluation  may  be  useful  to  the  rater  but  not  necessarily 
to  the  organization  /French,  19787* 

5*  Subordinate-superior  ratings  /Maloney  and  Hinrichs, 

19 527  ~ This  method  entails  a subordinate  rating  a 
superior.  This  is  most  effective  when  the  superior  is 
rated  on  such  items  as  training  subordinates , providing 
performance  feedback,  and  providing  a supportive  atmos- 
phere for  subordinates  to  function  within.  These  systems 
accept  the  fact  that  a subordinate  does  not  have  a suf- 
ficiently wide  view  of  the  "big  picture"  to  evaluate 
a superior  on  all  facets  of  his  performance.  The 
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objective  in  such  a system  is  to  provide  a superior 
with  feedback  relating  to  his  handling  of  subordinates. 
It  is  hoped  that  this  will  improve  the  superior' s 
effectiveness  as  a leader  and  manager.  As  with  peer 
group  evaluation,  the  rater's  performance  appraisal 
I may  be  based  on  criteria  useful  to  the  rater  but  not 

necessarily  to  the  enterprise. 


I 
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E.  EVALUATIVE  VERSUS  DEVELOPMENTAL  APPROACH 

Cummings  and  Schwab  ,/Ref . 87  differentiate  performance 
appraisal  philosophies  on  the  basis  of  whether  the  use  of 
the  appraisal  is  to  evaluate  past  actions  or  develop  future 
performance.  Evaluative  use  of  performance  appraisal  focuses 
on  past  actions  which  could  affect  administrative  decisions 
such  as  promotions,  demotions,  transfers,  and  terminations. 

On  the  other  hand,  developmental  appraisal  focuses  on  im- 
proving performance  and  the  potential  for  performance  by 
identifying  areas  for  growth  and  personal  development.  The 
following  table  /Cummings  and  Schwab,  19787  outlines  the 
major  differences  between  the  modes  of  appraisal. 
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Evaluative  Role 
of  Appraisal 


Developmental  Role 
of  Appraisal 


Focus 

Objective 


Method 


Role  of 
Superior 

Role  of 
Subordinate 


On  past  performance 

Improve  performance 
by  more  effective  per^ 
sonnel  and  reward 
administration 

Variety  of  rating  and 
ranking  procedures 


To  judge,  to  evaluate 

Passive  or  reactive, 
frequently  to  defend 
himself /her self 


Figure  1 


On  improvement  in 
future  performance 

Improve  performance 
through  self- learn- 
ing and  growth 

Series  of  develop- 
mental steps  as  re- 
flected, for  example, 
in  management  by 
objectives . 

To  counsel,  help, 
or  guide 

Active  involvement 
in  learning 


Within  the  context  of  the  above  figure,  it  is  becoming  in- 
creasingly apparent  that  depending  on  the  individual  being 
rated,  either  the  developmental  or  evaluative  appraisal  mode 
may  be  of  greatest  benefit  to  both  the  organization  and  the 
individual  being  rated.  For  instance,  a hard-charging  self- 
starter in  a job  with  growth  opportunities  may  be  best  ap- 
praised in  the  developmental  mode.  Individuals  in  jobs  with 
little  growth  opportunity  and  little  desire  to  learn  more 
may  be  best  appraised  in  the  evaluative  mode.  By  the  same 
token,  poor  or  marginal  performers  must  be  appraised  in  the 
evaluative  mode  in  order  to  keep  tabs  on  their  current 
performance . 
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It  has  become  common  practice  in  many  companies  to  combine 
the  evaluative  and  developmental  aspects  of  performance  ap- 
praisal into  one  all  encompassing  system.  Some  authors 
/Cummings  and  Schwab,  1978.  Beer  and  Ruh,  197 67  have  sug- 
gested that  the  techniques  for  performance  evaluation  are 
completely  different  from  and  may  be  inconsistent  with  the 
techniques  for  development  of  performance. 

Cummings  and  Schwab  /Ref.  87  address  this  by  suggesting 
a three  pronged  appraisal  program,  encompassing  a develop- 
mental action  program  (DAP) , a maintenance  action  program 
(MAP) , sued  a remedial  action  program  (RAP) . DAP  focuses  on 
the  proven  high  performer  with  upward  potential,  MAP  on  the 
acceptable  performer  with  limited  upward  potential,  and  RAP 
on  the  substandard  performer  who  requires  close  observation 
or  who  should  be  prepared  for  termination.  The  advantage 
to  implementing  a DAP,  MAP,  and  RAP  program  lies  in  the 
system's  recognition  that  differing  individual's  with  dif- 
fering personalities  and  worth  to  the  organization  may  best 
be  appraised  in  different  ways.  The  program's  major  weakness 
lies  in  identifying  DAP,  MAP,  and  RAP  candidates.  It  would 
appear  that  the  pigeonholing  of  subordinates  into  a DAP,  MAP 
or  RAP  mode  would  involve  the  same  subjective  judgments  that 
are  involved  in  all  other  appraisal  systems.  As  such  the 
writer  suggests  the  use  of  a dual  appraisal  system,  which 
recognizes  the  differing  nature  of  the  evaluative  and  develop- 
mental aspects  of  performance  appraisal. 


F.  DEVELOPMENT  AND  MAINTENANCE  OF  AN  APPRAISAL  PROGRAM 

In  developing  an  appraisal  program,  many  decisions  have 
to  be  made.  Among  these  are« 

1)  What  are  the  program  objectives? 

2)  Is  the  program  direction  evaluative,  developmental, 
or  a combination  of  the  two? 

3)  What  are  the  behavioral  dimensions  to  be  appraised? 

4)  Who  will  be  the  appraisers  and  how  often  will 
appraisals  be  conducted? 

5)  What  will  be  the  design  of  the  appraisal  form? 

After  determining  answers  to  one  through  four  of  the  above, 
the  design  of  appraisal  forms  can  begin.  Haynes  ^Refs.  13 
and  147  suggests  keeping  the  following  thoughts  in  mind 
while  designing  appraisal  forms i 

1.  Express  only  one  idea  with  each  factor  to  be  ap- 
praised. If  two  thoughts  are  expressed,  such  as 
punctuality  and  attendance,  a person  who  is  rated 
high  on  one  and  low  on  the  other  is  difficult  to 
appraise . 

2.  Use  words  the  appraiser  will  understand. 

3.  Have  appraisers  evaluate  what  they  observe,  not 
what  is  inferred. 

4.  Avoid  double  negatives.  Make  positive,  declarative 
statements . 

5*  Express  thought  clearly  and  simply.  Qualifying 
clauses,  ponderous  words,  and  complex  expressions 
serve  only  to  confuse  the  appraiser. 


6.  Keep  statements  internally  consistent. 

7.  Avoid  universal  statements.  Words  such  as  "all," 
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"always,"  and  "never"  lead  to  ambiguity. 

8.  Concentrate  on  the  present.  Any  attempt  to  go  into 
the  past  for  a rating  will  lead  to  distortion. 

Dramatic  events  in  the  past  stand  out  in  an  appraiser’s 
memory,  while  good  daily  work  tends  to  be  expected 

and  therefore  overlooked.  (This  appears  to  contra- 
dict the  concept  of  the  "error  of  recency"  ^Ford 
and  Jennings,  19727  as  reported  in  Section  B of 
this  chapter.) 

9.  Avoid  vague  concepts.  This  is  particularly  ap- 
parent in  attempts  to  appraise  personality  factors. 

Heisler  ^Ref.  1.57,  in  a study  of  viewpoints  of  one 
hundred  chief  executive  officers  of  Fortune  500  companies 
versus  the  viewpoint  of  200  MBA  candidates  at  Wake  Forest 
University,  found  the  following  ranking  of  traits  for  deter- 
mining promo tability.  The  MBA  candidates’  rankings  are  in 


parentheses . 


1.  (3) 

2.  (11) 

3-  (6) 

4.  (8) 

5.  (9) 

6.  (7) 

7.  (1) 

8.  (5) 

9.  (27) 
10.  (10) 


Comes  up  with  new  ways  to  handle  problems. 

Is  cooperative,  has  the  spirit  of  teamwork. 

Has  a good  record  of  accomplishments. 

Is  able  to  operate  with  a minimum  of  direction. 
Is  able  to  argue  logically. 

Is  able  to  meet  deadlines. 

Is  able  to  communicate  clearly  and  effectively. 
Is  tactful  in  making  suggestions  to  superiors. 
Is  able  to  take  suggestions  from  subordinates. 
Has  the  respect  of  colleagues. 
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The  MBA  candidates  rated  2 and  4 respectively 

- 2.  Is  able  to  sell  ideas. 

- 4.  Has  a pleasant  personality. 

The  corresponding  Chief  Executive  Officer  (CEO)  values  are 
12  and  18.  It  is  noted  that  the  above  rankings  reflect  the 
CEO's  view  of  present  corporate  policy.  As  a cross  reference, 
Heisler  also  asked  for  CEO's  and  MBA  candidates  to  rank 
traits  as  they  should  be  considered  in  an  ideal  setting. 

The  major  casualties  in  this  cross-referencing  are 

- 8.  (5)  Is  tactful  in  making  suggestions  to  superiors 

- 18.  (4)  Has  a pleasant  personality 

which  drop  to  21  (17)  and  20  (18)  respectively. 

It  is  the  writer’s  belief  that  any  designer  of  an  appraisal 
form  which  incorporates  a graphic  rating  scale  into  its  format 
should  seriously  consider  utilizing  at  least  the  top  ten 
traits  or  some  form  of  them  as  reported  by  Heisler  for  CEO's. 

Cook  /Ref.  4/,  in  an  attitude  survey  of  managers,  found 
that  the  usefulness,  and  thus  the  value,  of  performance  ap- 
praisals can  be  improved  if  they 

1.  Are  provided  as  frequently  as  costs  and  other  cir- 
cumstances permit. 

2.  Are  provided  as  soon  after  the  end  of  a reporting 
period  as  possible. 

3*  Give  appropriate  credit  for  favorable  performance. 

4.  Include,  if  possible,  the  reasons  for  reported  below 
average  performance. 
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5.  Provide  as  much  detailed  information  as  specifically 
needed  by  each  recipient. 

6.  Include  only  controllable  items. 

7 . Are  accurate . 

8.  Compare  actual  results  with  an  accurate,  fair,  and 
appropriate  basis  of  measurement  (where  possible 
the  quality  of  the  job  should  also  be  measured) . 

9.  Emphasize  the  exceptional  items  (good  and  bad)  which 
require  the  attention  of  the  manager. 

10.  Avoid  using  performance  reports  as  a pressure  device 
to  prod  the  managers  continually  to  increase  output 
or  decrease  cost. 

Ford  and  Jennings  /Ref.  Il7  make  the  case  that  the  prime 
method  of  increasing  the  effectiveness  of  performance  apprai- 
sals is  to  reduce  the  time  interval  between  appraisals. 
"Available  research  evidence,  though  limited,  indicates  that 
increasing  appraisal  frequency  can  be  an  effective  way  of 
overcoming  reluctance  to  administer  appraisals,  increasing 
the  accuracy  of  the  performance  rating,  enhancing  employee 
satisfaction  and  acceptance  of  the  appraisal,  and  mitigating 
judicial  charges  of  discrimination."  As  opposed  to  flooding 
headquarters  with  bi-monthly  or  quarterly  reports,  Ford  and 
Jennings  suggest  that  the  supervisor  maintain  an  appraisal 
file  for  his  subordinates  and  compile  a year  end  composite 
report  for  inclusion  in  headquarters  personnel  files.  It  is 
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felt  that  such  a system  could  help  eliminate  such  factors 
as  the  recency  error,  halo  effect,  and  unpleasant  surprises 
such  as  the  subordinate  discovering  that  he  has  been  doing 
something  wrong  all  year  and  finding  out  about  it  only  dur- 
ing his  yearly  appraisal. 

G.  EQUAL  EMPLOYMENT  OPPORTUNITY  AND  THE  PERFORMANCE 
APPRAISAL 

Increasingly,  the  courts  are  looking  at  aun  organization's 
performance  appraisal  system  in  situations  involving  alleged 
discrimination  because  of  sexual,  racial,  or  religious 
bias.  According  to  Schneier  /Ref.  287,  the  courts  have 
found  appraisal  systems  to  be  discriminatory  whent 

- They  were  based  on  subjective  and  ill-defined  criteria. 

- They  may  have  been  affected  by  sexual  and/or  racial  bias. 

- They  were  not  collected  and  scored  under  standardized 
conditions,  thus  affecting  their  reliability  and  validity. 

- The  content  of  the  rating  instrument  was  not  based  on  a 
careful  job  analysis. 

- They  were  not  shown  to  be  job  related  through  proper 
validation  studies. 

French  /Ref.  12/  feels  that  " job-relatedness , detailed 
instructions  for  raters,  familiarity  with  the  employees'  day- 
to-day  performance,  and  standardized  methods  of  administration" 
are  required  to  assure  an  appraisal  system  is  not  found  to  be 
discriminatory . 
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H.  SUMMARY 


Performance  appraisal  has  the  attribute  of  either  becom- 
ing a major  problem  to  an  organization  or  a tool  with  which 
to  improve  both  employee  morale  and  productivity.  Although 
some  systems  claim  to  be  able  to  reduce  subjectivity  in  rat- 
ings, it  is  doubtful  that  any  system  dealing  with  human 
beings  can  (or  even  should)  be  made  completely  free  of 
subjectivity.  In  view  of  recent  court  decisions,  it  is  a 
necessity  for  all  organizations  to  inspect  their  appraisal 
system  for  potentially  discriminatory  elements  and  redesign 
their  system  as  required.  It  must  be  remembered  that  any 
appraisal  system  is  only  as  good  as  the  people  administering 
it.  In  addition,  it  must  be  recognized  that  the  performance 

appraisal  is  only  one  facet,  albeit  very  important  facet,  of 

/ 

an  effective  personnel  administration  system.  The  perform- 
ance appraisal  is  not  and  cannot  be  a panacea  for  poor  re- 
cruiting practices,  poor  job  placement,  and  inadequate 
training  programs.  Poor  performance,  where  it  exists,  is 
not  the  fault  of  an  appraisal  system.  The  converse  is  not 
true.  A good  appraisal  system  can  enhance  and  improve  em- 
ployee performance . 
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III.  INDUSTRIAL  PERFORMANCE  APPRAISAL 

A.  CANVASSING  OF  INDUSTRIAL  CONCERNS 

Noting  that  there  are  numerous  similarities  between  the 
performance  of  employees  of  specific  types  of  industrial 
concerns  and  the  officers  of  the  NOAA  Corps,  fifty-nine 
industrial  concerns  were  contacted  by  the  writer  for  infor- 
mation concerning  their  performance  appraisal  systems  and 
career  development  programs. 

Prior  to  contacting  these  firms,  the  writer  categorized 
NOAA  Corps  assignment  possibilities  into  seven  broad  and 
sometimes  overlapping  areas t 

1.  Nautical  oriented 

2.  Flight  oriented 

3.  Environmental  data  collection  (ocean,  earth,  at- 
mosphere, biosphere) 

4.  Research  and  development 

5.  Technical  operational 

6 . Technical  staff  and  management 

7.  Administrative  staff  and  management 

Coupled  with  these  potential  assignment  areas  are  the  possi- 
bilities of  prolonged  duty  in  remote  areas  and  a highly 
mobile  life  style.  These  considerations  led  to  canvassing 
of  firms  in  the  following  areas « 

1.  Natural  Resources  (mineral  and  forest  development) 

2.  Worldwide  Construction 

3.  Research  and  Engineering  Development 
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4.  Maritime  Transportation 

5.  Ocean  Industry 

6.  Fisheries 

7.  Air  Transportation 

Responding  companies  wares 

American  President  Lines 
Bechtel 

Beckman  Instruments , Inc . 

The  Cleveland-Cliffs  Iron  Company 

The  Cleveland-Cliffs  Iron  Company  (marine  operations) 

Digital  Equipment  Corporation 

Fluor  Corporation 

Fairchild  Camera  and  Instrument  r 

Georgia-Pacific  Corporation 

Asarco,  Inc. 

Gulf  Oil  Company 

He wle  tt-Packar d 

Kennecott  Exploration,  Inc. 

Kaiser  Aluminum  and  Chemica 
Morrison-Knudsen  Company,  I 
Moore-McCormack  Lines , Inc 
Matson  Navigation  Company 
Ocean  Technology,  Inc. 

Ocean  Data  Systems,  Inc. 

Oceaneering  International,  Inc. 

Prudential  Lines , Inc . 

Santa  Fe  International  Corporation 
Standard  Oil  Company  (Indiana) 

Standard  Oil  of  Ohio 
Sun  Harbor  Industries 
Texaco,  Inc. 

Tenneco  Oil 

Texas  Instruments  Incorporated 
United  Airlines 
U.S.  Borax 

United  States  Lines,  Inc. 

Weyerhauser  Company 

The  appraisal  and  development  forms  and  accompanying 
(if  received)  regulations  and  official  guidance  for  comple- 
tion of  these  forms  and  methods  of  appraisal  were  analyzed  by 
the  writer.  In  the  case  of  a company  having  multiple  appraisal 
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forms,  the  form  most  applicable  to  the  NOAA  Corps  mission 
was  utilized  for  analysis.  However,  in  the  case  of  the 


Cleveland-Cliffs  Iron  Co.,  because  of  the  wide  divergence  in 
form  design  between  supervisory  personnel  and  marine  trans- 
port deck  officers,  both  forms  were  utilized  in  the  analysis 
I of  appraisal  systems.  Conversely,  responses  were  received 

from  Gulf  Oil  Exploration  and  Production  Company  and  from 
Gulf  Research  and  Development  Company,  both  divisions  of 
Gulf  Oil.  As  both  divisions  utilized  the  same  forms,  Gulf 
Oil  was  only  counted  once  in  the  analysis.  The  response 
from  Sun  Harbor  Industries,  a subsidiary  of  Westgate-Cali- 
fomia,  a fishing  company,  was  a management  appraisal  form 
as  opposed  to  a fisheries  captain  or  deck  officer  appraisal 
form.  Responses  from  Asarco,  Inc.  (natural  resources)  and 
American  President  Lines  (maritime  transport)  indicating  no 
formal  appraisal  system  were  received  via  telephone  conver- 
sation. A telephone  response  from  Ashland  Exploration  (nat- 
ural resource)  indicated  a recent  change  in  appraisal  design 
to  a system  encompassing  a greater  degree  of  self-assessment. 
As  no  follow-up  form  was  received  by  the  writer,  Ashland 
was  not  included  in  the  analysis.  See  Figure  2 for  a com- 
pilation of  characteristics  found  on  industrial  performance 
appraisals,  and  an  indication  of  the  relative  frequency  with 
which  various  characteristics  are  utilized.  Figure  2 
is  designed  such  that  industry  types  are  across  the  top  and 
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appraisal  characteristics  run  down  the  left  margin.  Charac- 
teristics are  ordered  by  decreasing  frequency  of  use. 

B.  APPRAISAL  SYSTEM  DESIGN  PARAMETERS 

As  can  be  seen  from  Figure  2,  twenty-seven  of  the  re- 
sponding entities  have  some  measure  of  formal  appraisal 
of  employees,  while  only  five  responses  indicated  no  formal 
appraisal  system.  Prior  to  discussing  the  twenty-seven  re- 
sponses, two  firms,  Georgia-Pacific  and  Kennecott  Explora- 
tion, Inc. , Ocean  Mining  Laboratory,  gave  good  reasons  for 
not  maintaining  formal  appraisal  systems.  In  the  case  of 
Kennecott  Ocean  Mining  Laboratory,  Mr.  John  T.  Fuller,  Man- 
ager of  Administration,  wrote,  "Since  this  is  a small  organ- 
ization with  few  transfers  of  personnel  between  ourselves  and 
other  Kennecott  offices,  the  need  for  a formal  evaluation 
system  with  historical  depth  is  minimal...  Since  there  are 
no  "promotion  boards"  at  a geographically  remote  area,  there 
is  little  need  for  extensive  documentation  on  job  performance." 
Georgia-Pacific  Corporation  returned  an  answer  which  could 
be  partially  applicable  to  the  NOAA  Corps  (however,  the 
writer  is  not  suggesting  that  the  NOAA  Corps  dispense  with 
its  Fitness  Report  System) . In  explaining  why  Georgia- 
Pacific  had  no  formal  evaluation  system,  S.G.F.  DeChant, 
Personnel  Director,  wrote,  "We  are  too  highly  decentralized 
and  diversified  to  make  such  a program  economically  feasible." 
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Of  the  twenty-seven  companies  reporting  formal  appraisal 


systems , all  require  narrative  comments  and  all  evaluate 
past  behavior.  Overall  ratings,  a description  of  job  accom- 
plishments and  job  duties,  and  a requirement  for  a reviewing 
supervisor  to  inspect  the  completed  appraisal  and  comment 
as  necessary  are  found  in  nineteen  of  the  twenty-seven 
appraisal  systems  received. 

Eighteen  of  the  twenty-seven  appraisal  and/or  development 
systems  received  have  mention  of  career  development  incor- 
porated into  their  system.  Of  these,  fourteen  have  some 
measure  of  career  development  included  on  the  appraisal 
form  while  four  responding  companies,  in  apprarent  adherence 
to  the  belief  that  evaluation  and  career  development  are 
philosophically  divergent,  maintain  separate  forms  for  both 
career  development  and  evaluation. 

Seventeen  responding  companies  use  some  form  of  rating 
scale  to  evaluate  employee  performance.  Of  these,  seven  use 
graphic  scales  with  general  headings  similar  to  the  NOAA  Corps 
form;  four  use  graphic  scales  with  specific  headings  (one 
thought  expressed  per  rating  item;  such  as,  "Is  respected  by 
superiors"  vice  all  encompassing  "Human  Relations"),  and  six 
use  a " Behaviorally  Anchored  Rating  Scale"  (BARS).  As  a 
BARS  is  a relatively  new  concept,  it  is  possible  that  a 
greater  number  of  companies  will  adopt  a BARS  system  in  the 
future . 
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Sixteen  of  the  responding  companies  require  a specific 
statement  of  an  employee's  strong  points  while  only  fourteen 
companies  require  a statement  of  weak  points.  The  difference 
here  is  possibly  explainable  by  a feeling  on  the  part  of  some 
personnel  departments  that  mention  of  weak  points  is  dys- 
functional from  both  the  organization's  standpoint  and  the 
rated  individual's  standpoint.  It  is  felt  that  concentrating 
on  overcoming  weak  points  merely  wastes  time  and  energy 
while  concentrating  on  strong  points  can  strengthen  both  the 
individual  and  the  organization. 

Management-by-objectives  (MBO)  logged  sixteen  responses. 
All  companies  in  the  "Research  and  Engineering  Development" 
category  utilize  MBO.  As  MBO,  of  all  evaluative  and  develop- 
mental systems,  most  encourages  intra-organizational  communi- 
cation, it  is  easy  to  see  why  companies  working  within  rapidly 
changing  environments  would  utilize  this  system.  However, 
none  of  the  responding  maritime  or  air  transportation  firms 
utilize  MBO.  Within  these  industries,  the  work  of  deck  of- 
ficers and  flight  personnel  is  quite  structured  and  standard- 
ized as  the  primary  job  objective  is  to  get  a moving  vehicle 
from  point  A to  point  B in  one  piece.  In  addition,  it  is 
required  that  officers  in  the  maritime  and  air  transport 
industries  pass  stringent  licensing  examinations  and  possess 
the  requisite  skills  necessary  to  function  in  their  occupa- 
tions prior  to  employment.  As  such,  there  is  little  point  in 
an  MBO  or  career  development  program  in  these  industries. 


A statement  as  to  the  rater's  view  of  the  present  pro- 
motability  of  the  rated  individual  was  found  in  fifteen  of 
the  appraisal  systems  studied  by  the  writer. 

Of  those  appraisal  system  traits  that  are  found  in  less 
than  half  the  formal  systems  studied  by  the  writer,  eight 
firms  provide  space  for  the  subordinate  to  comment  upon 
his  evaluation,  while  seven  systems  require  or  recommend 
that  the  supervisor  summarize  the  results  of  the  appraisal 
discussion  and  the  subordinate's  reaction  to  his/her 
evaluation. 

Fix  firms  require  comment  concerning  an  employee's  long- 
term career  potential.  The  writer  disagrees  with  this  aspect 
of  appraisal  systems  on  two  counts i 

1)  unrealistic  hopes  followed  by  disillusionment  could 
be  fostered  by  such  a systems 

2)  early  pigeon-holing  of  an  employee  into  a low  long- 
term potential  category  could  result  in  lack  of 
motivation  to  both  improve  self  and  increase  value  to 
the  organization. 

Four  firms  provide  space  for  written  comments  within  the 
graphic  scale  and  require  that  all  marks  be  justified.  Al- 
though tedious,  this  helps  to  increase  both  the  validity 
of  ratings  and  the  validity  of  personnel  actions  based  upon 
the  graphic  scale  ratings.  Weyerhauser  Company  adheres  to 
this  system  with  the  objective  of  making  each  appraisal 
"accurate,"  "precise,"  and  "legally  defensible  in  case  of 
challenge."  In  an  era  of  raised  social  consciousness,  with 

I 
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accompanying  discrimination  suits,  reverse  discrimination 
suits,  EEO  and  Affirmative  Action,  it  is  mandatory  that  em- 
ployee appraisals  be  legally  defensible.  It  is  probable  that 
in  the  near*  future  many  other  organizations  utilizing  grading 
scales  will  adopt  a policy  requiring  full  justification  of 
both  all  highly  complimentary  marks  and  all  adverse  marks. 

Self-assessment  is  found  within  three  appraisal  systems. 

In  all  of  these  systems  an  evaluation  by  the  supervisor  also 
occurs.  The  evaluation  by  the  supervisor  is  tempered,  al- 
though not  controlled,  by  the  subordinate  self-assessment. 

The  intent  is  not  to  "let  the  tail  wag  the  dog,"  instead  it 
is  to  allow  responsible  employees  the  opportunity  to  present 
their  accomplishments  to  upper  management  and  to  stimulate 
increased  communication  between  subordinate  and  supervisor. 

As  regards  self-assessment,  Tenneco  Oil  adheres  to  the  belief 
that,  "If  an  atmosphere  of  trust  has  been  developed  between 
you  (supervisor  and  subordinate) , it  may  be  surprising  to 
find  how  accurately  many  employees  will  evaluate  themselves." 
(Section  6.4  of  MANAGING  FOR  PERFORMANCE  A Supervisor's 
Guide  for  Implementing  the  Tenneco  Oil  Company’s  Performance 
Planning  and  Evaluation  System,  February  7,  1978).  As  the 
levels  of  both  employee  education  and  overall  job  expecta- 
tions increase,  it  is  probable  that  self-assessment  will  come  into 
widespread  use  as  am  input  to  the  total  appraisal  process. 

In  industrial  circles,  the  use  of  forced  distributions 
appears  to  be  waning  in  popularity.  Only  two  responding 


40 


firms  require  that  an  employee  be  placed  into  a hypothetical 
distribution  of  peers.  It  is  probable  that  both  MBO  and 
the  move  to  appraise  personnel  on  the  basis  of  job  performance, 
as  opposed  to  in  comparison  with  peers,  are  the  primary  causes 
of  the  seeming  demise  of  the  forced  distribution. 

The  weighting  of  performance  factors  in  relation  to 
their  importance  to  a given  job  is  logically  appealing,  but 
is  only  practiced  by  one  responding  firm.  The  writer  con- 
jectures that  problems  of  administration  and  the  confusion 
resulting  from  such  a weighting  system  are  the  causes  for 
such  a policy's  relative  lack  of  use. 

Peer  rating  is  found  in  only  one  appraisal  system.  Peer 
rating  is  employed  by  Digital  Equipment  Corporation  for 
the  evaluation  of  "many  of  our  technical  and  scientific 
people"  (personal  communication  from  Robert  R.  Clark,  Manager, 
Employee  and  Management  Development,  10/24/78).  Desirability 
is  considered  by  only  one  maritime  transportation  company. 

C.  INDUSTRIAL  APPRAISAL  SYSTEM  TYPE  AS  RELATED  TO  NOAA  CORPS 

NEEDS 

On  the  whole,  industry  is  concerned  with  opening  channels 
of  communication  between  subordinate  and  supervisor.  This 
dialogue  is  not  directed  at  " touch-feely, " "I'm  OK,  You're 
OK"  pablum,  but  at  a relatively  hardnosed  look  at  what  the 
subordinate  can  do  to  improve  himself/herself  professionally 
and,  by  so  doing,  improve  the  overall  capabilities  of  the 
organization. 
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The  exceptions  to  the  industrial  trend  (as  observed 
by  the  writer)  are  the  marine  and  air  transportation  in- 
dustries. The  licensed  officers  that  operate  ships  and  air- 
craft are  evaluated  primarily  on  their  physical  ability  to 
operate  a specific  type  of  craft  and  the  depth  of  profes- 
sional knowledge  which  they  have  acquired  concerning  the 
operation,  design,  and  maintenance  of  that  craft.  Although 
new  aircraft  and  new  types  of  ships  are  periodically  intro- 
duced, the  basic  mission  of  officers  employed  in  the  trans- 
portation industry  remains  unchanged*  the  safe  passage  of 
passengers  and  cargo. 

Looking  at  the  differences  between  the  appraisal  systems 
of  the  transportation  industry  and  the  remainder  of  industri- 
al types  canvassed,  the  question  arises*  "What  industrial 
type  organization  does  the  NOAA  Corps  most  closely  resemble?" 
Obviously  NOAA  officers  command  and  man  ships  and  aircraft 
and  are  responsible  for  the  safe  passage  of  these  vessels. 
However,  NOAA  ships  and  aircraft  have  highly  diverse  primary 
missions  ranging  from  tidal  studies,  environmental  baseline 
studies,  photogramme trie  missions,  and  hurricane  "hunting" 
thru  hydrographic  surveys,  geophysical  surveys,  global  at- 
mospheric studies,  etc.,  ad  infinitum.  Consider  the  diverse 
ship  and  aircraft  missions  of  the  NOAA  Fleet,  and  the  fact 
that  the  average  NOAA  Corps  officer  rotates  between  sea/ 
flight  duty  and  shore  duty  (which  can  range  from  independent 
laboratory  research  through  engineering  program  manager) , and 
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the  truly  complex  nature  of  both  the  NOAA  Corps  mission  as 
a whole  and  the  mission  of  the  individual  officer  emerges. 


It  appears  that  the  NOAA  Corps  is  most  like  the  resource 
companies,  construction  firms,  and  research  and  engineering 
development  entities  in  appraisal  needs.  The  NOAA  Corps 
needs  both  a strong  evaluation  system  and  a strong  develop- 
mental system.  This  will  be  addressed  further  in  Chapter  7. 


UNITED  STATES  UNIFORMED  SERVICES 
OFFICER  APPRAISAL 


A.  BACKGROUND 

As  the  NOAA  Corps  is  one  of  the  seven  uniformed  services 
of  the  United  States,  for  comparison  purposes  it  is  necessary 
to  study  the  officer  fitness  report  systems  of  the  six 
larger  services.  The  fact  that  there  is  probably  no  agreed- 
upon  foolproof  method  of  evaluating  an  individual  officer 
within  a given  service  is  reflected  by  the  dynamic  nature 
of  the  majority  of  service  fitness  report  systems.  Major 
changes  have  been  instituted  by  the  Air  Force,  Coast  Guard, 
Navy,  and  Public  Health  Service  within  the  last  year.  The 
Army  is  in  the  midst  of  a major  change  in  its  fitness  report 
system,  while  the  Marine  Corps  had  the  latest  change  to  its 
system  in  1977.  The  changes  and  proposed  changes  to  the 
various  systems  have  involved  regulations,  forms,  and  in 
some  cases,  an  outright  change  in  the  philosophy  of  officer 
appraisal. 

The  following  discussion  of  the  various  service  appraisal 
systems  in  use  today  is  meant  to  point  out  the  differences 
between  the  various  service  systems  as  well  as  point  out 
the  strengths  and  weaknesses  of  the  various  sytems  as  the 
writer  perceives  them. 
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B.  THE  UNITED  STATES  AIR  FORCE  OFFICER  EFFECTIVENESS  REPORT 

The  Air  Force  Officer  Effectiveness  Report,  AF  Form  707, 
is  explained  in  Air  Force  Regulation  36-IO,  (AF  36-IO)  and 
Air  Force  Pamphlet  36-26. 

The  Air  Force  system  has  recently  been  affected  by  prob- 
lems which  were  generated  by  attempting  to  reduce  grade  in- 
flation. The  heart  of  the  Air  Force  system,  for  the  four 
years  prior  to  October  14,  1978 1 was  based  on  categorizing 
an  individual  as  a number,  1 thru  6,  (see  AFP  36-26,  page 
6-  for  definitions)  which  correlates  with  the  six  blocks 
under  Section  V,  Evaluation  of  Potential,  of  AF  Form  707. 

A cap  was  placed  on  the  number  of  l's  that  a rating  officer 
could  dole  out  for  a given  rated  officer  population.  As  the 
l's  indicated  highest  potential,  morale  was  hurt  on  two 
fronts.  According  to  Air  Force  sources,  officers  working 
remote  from  a rating  officer  were  less  apt  to  be  rated  a 1 
than  an  equally  (or  perhaps  even  less)  capable  officer  work- 
ing in  close  proximity  to  a rating  officer  (out  of  sight,  out 
of  mind);  and,  officers  working  within  elite,  handpicked 
research  or  task  force  groups  were  demoralized  as  within  a 
given  group  only  22  percent  of  ratees  could  be  designated 
#l's.  An  additional  problem  was  that  the  majority  of  #l's 
occurred  in  rated  officers  due  for  promotion  by  reason  of 
longevity  (by  probable  design  on  the  part  of  rating  officers). 
The  required  forced  distribution  of  #l’s  did  not  work  as 
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AFR  34—10  Attachment  3 
AF  Form  707,  Officar  EHtethanan  Raport  (SAMPLE) 


1 January  1070 
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Item  2:  Describe  the  type  and  level  of  responsibility,  t>e  impact,  the 
number  of  people  supervised,  the  dollar  value  of  projects  managed,  and 
nt-her  facts  which  describe  the  lob  of  this  particular  ratee. 
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on  mow 

I Specific  txampia  of  performance  raputraO  mot  nilivant  itanoano 


mow  • anovi  • 

itanoano  itanoano  itanoano 


«lkb  * 
ANOVC 
ITANOANO 


I.  JON  NNOWUOOI  (Dipt*.  cm  name/.  IftOM/  Q BT 

What  has  che  ratee  done  to  actually  demonstrate  depth,  currency  or 
breadth  of  job  knowledge?  Consider  both  quality  and  quantity  of  work. 


s.  juoomint  amo  oocioiomo  tComeutan fc 
accurate.  cffteowi 

How  does  the  ratee  think  clearly  and  develop  correct  and  logical 
conclusions?  How  does  the  ratee  grasp,  analyze,  and  present  workable 
solutions  to  problems? 


i.  *«w»oo  * no  awMin  wo«  m»Mr.  cm—i  f)  I I I I Ijxn  " 

Does  the  ratee  look  beyond  immediate  job  requirements?  . How  has  the 
ratee  anticipated  critical  events? 


tst 


How  does  the  rate*  get  maximum  return  for  personnel,  material  and  energy 
expended?  Consider  'he  balance  between  minimizing  cost  and  mission 
accomplishment 


1.  LIABININiP  rmiNllf.  «rfNIMIM"N«HI7/  ts — [=3 — CJ"-L_J  .U  ' 

How  has  the  ratee  demonstrated  initiative,  acceptance  of  responsibility, 
and  ability  to  direct  <ind  motivate  group  effort  towards  a goal? 


Umioaoaa.  accept  retpamootUry,  

rated  initiative#  acceptance  of  r 

goal? 

TO  ITI1H  (ImWF.  /i*«w“  0 1 I 1 1 I 1 I I iXl 

How  has  the  ratee  handled  pressure?  Does  quality  of  work  drop  off? 


Improve? 


micaTIOM  (Geer,  comet aa. 


tz]  cm  cs  m mr 


confidant) 

How  has  the  ratee  demonstrated  the  ability  to  present  ideas  orally? 


Tien  (CUot.  fMMM. 


th  cm  esi  mr 


orfOMitO) 

How  has  the  ratee  demonstrated  the  ability  to  present  ideas  in  writing? 

<.«*«  5" 


1410  0 I I I I I I cxl 

euufi.nn it*.  anoaa*/  ■■  ‘ ■—  1 

How  well  does  the  officer  meet  and  enforce  Air  Force  standards  of 
bearing,  dress,  grooming  and  courtesy?  Is  the  image  projected  by  the 

■»»  i-.rpfr  «,t'»  Alr  Forca?  • ' . 

19.  HUMAN  •■WJATiOmn  J,YyM9l  oppvrfunttp  T f 7 I • I 

pamclpetUm.  ummnuiy)  1 — s 1 

How  has  the  ratee  demonstrated  support  for  the  AF  Equal  Opportunity 
Program,  and  sensitivity  for  the  human  needs  of  others?  Evaluation  of 

this  f.irror  i ••  hamivvpwy. 
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AFR  34-10  Attachment  3 1 January  1978 


NCCOMMfNOlO  ASSlOMMCNT  INFORMATION 


I OMANIIATlON  LIVIL. 


V.  (VALUATION  Of  POTENTIAL 


T AfSCl 


TOF  BLOCK  CONTROLLED 

ftAulf  tkt  nutt  etptbthtv  ft  It  ft*  e to  tktt  of  of fk  turn  (At  ttmt  grtdt  m tkt  poop  bang 
ntkutt*.  for  txptmJtJ.  more  Jntne  rttponnbtiiry  Indkcit  yoor  rating  by  piocutg  tm  "X" 
m Uu  JamgntuO  ponton  of  tkt  tppropntn  block. 


A°°M  AOON 

Lomu  j ■ — . 


•A-  AfMOMIATI  ALOCM 

VI.  RATIR  COMMfNTS 


c •«*©«•▼  cwom«  outvioc  cvcti 

□ RATH  HUCTIO  row  AWQMOTIQI 


D IAT«  to  W«VHIMW  Q OTHAW  I Rater  explain) 


Organize  the  comments  within  the  standards  o£  good  writing.  Do  not  use 
leadings;  underline,  indent,  or  captialize  merely  to  add  emphasis.  In- 
clude those  comments  required  by  paragraph  5-7f.  Add  any  other  comments 
lot  covered  elsewhere  and  not  excluded  by  paragraph  4-9  which  will 
increase  the  value  and  meaning  of  the  report.  Amplify  those  positive 
aspects  of  the  ratee's  performance  deserving  special  note. 


FREDERICK  FINCH,  Lt  Col,  USAF  I Sq  Operations  Officer I 1 Nov  76 

380  Cmbt  Spt  Gp  (SAC)  '.«</«<— «.//>./  ny  < 

Plattsburgh  AFB  _NY I 012-34-S678FR  \ 

VII.  ADDITIONAL  AATtA  COMMtNTt  Q coacuA  Q aoacoacua 

Review  the  ratings  and  comments  of  the  rater  for  completeness  and  impar- 
tiality. If  the  additional  rater  does  not  concur  with  any  rating  in 
section  III  or  V,  check  the  nonconcur  block.  To  reflect  disagreement, 
initial  appropriate  blocks  (section  III)  and  mark  additional  rater  block 
(section  V).  Significant  disagreement  (para  2-13)  requires  justification 

NAIM,  ««AS«.  IDANCM  OP  SVC.  OMAN.  LOCATION  DUTY  TITkS 

jiELIX  CARIELLO,  Col,  USAF  Commander 2 Nov  76 

;380  Cmbt  Spt  Gp  (SAC)  — »«'*•  75 

Ipiattsburgh  AFB  NY | 987-65-4321FR  _^eAAriA  (\rtl.iLUtXr 

I VII.  MVIUMN  COMMtNTS  □ CONCWO  Jt  M«CO«CU« 

Review  the  ratings  and  comments  of  the  rater  and  additional  rater  for 
completeness  and  impartiality.  If  the  reviewer  does  not  concur  with  the 
additional  rater,  check  the  nonconcur  block.  To  reflect  disagreement, 
initial  appropriate  blocks  (section  III)  and  mark  reviewer  block  (section 
V).  Significant  disagreement  (para  2-13)  requires  justification. 

(Review  group  size  will  not  be  entered  on  reports  for  medical  service 
officers  (AFSC  9XXX ) or  for  any  abbreviated  reports.) 


MVII*««OU,llll  I I NO.  09  | II II 

* Him.  SHAal.  •“  '"I"  o,  «VC.~ONON.  LOCATION 

JAMES  M.  ROBINSON,  Col,  USAF 
380  Cmbt  Spt  wg  (SAC) 


Commander 

«•  ilnthtjr  rufjtx) 


4 Nov  76 
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originally  intended  to  aid  in  the  identification  of  the  high 
performer.  However,  grade  inflation  was  reduced.  Because 
of  the  dysfunctional  side  effects  mentioned  above,  the  Air 
Force  rescinded  the  requirement  for  a forced  distribution  of 
#l's  on  October  14,  1978. 

In  spite  of  the  problems  encountered  in  combating  grade 
inflation,  the  Air  Force  system  had,  and  continues  to  have, 
many  positive  factors  working  in  its  favor.  Although  not 
apparent  from  the  form  itself,  the  performance  factors  of 
Section  III  are  in  fact  a sophisticated  behaviorally  anchored 
rating  scale  (See  Appendix  A) . Other  strong  points  of  the 
Air  Force  system  are»  1)  the  requirement  that  any  rating  in 
"Performance  Factors"  other  than  "Meets  Standard"  requires 
written  justification;  2)  a section  for  recommended  assign- 
ment information;  and  3)  Air  Force  Pamphlet  3 6-26,  Officer 
Personnel  Evaluator's  Handbook.  The  Evaluator's  Handbook  is 
a particularly  useful  tool  insomuch  as  it  provides  complete 
definitions  of  all  parts  of  AF  Form  707,  comments  on  admin- 
istrative details,  provides  completed  examples  of  effectively 
written  comments,  contains  philosophical  "Do's"  and  "Don’ ts" 
as  regards  the  appraisal  process,  and  explains  the  functions 
and  requirements  of  all  participants  in  the  Air  Force  apprai- 
sal system. 


C.  THE  UNITED  STATES  ARMY  OFFICER  EFFICIENCY  REPORT 


* 


! 
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The  form  presently  in  use  by  the  Army  is  Form  DA  67-7, 

1 January  1973*  The  pertinent  Army  regulation  governing  use 
of  this  form  is  AR  623-105-  The  present  form  and  system, 
according  to  the  New  York  Times,  1/3/73.  was  purportedly  de- 
signed to  "measure  the  man"  better  and  encourage  "the  yes 
man  less." 

To  accomplish  this,  Form  DA  67-7  includes  a graphic  rat- 
ing scale  of  professional  attributes,  a section  on  demonstrated 
performance  of  present  duty,  a section  on  recommendations  con- 
cerning promotion,  and  the  ubiquitous  narrative  comment 
section. 

Significantly,  no  point  score  is  attached  to  the  graphic 
scale.  However,  any  answer  other  than  "yes"  to  the  questions 
on  the  graphic  scale  requires  written  explanation. 

In  spite  of  the  fact  that  the  Army  chose  not  to  give  a 
point  total  to  results  of  the  graphic  scale,  DA  67-7  is  de- 
signed to  obtain  a point  total  from  the  section  on  demon- 
strated performance  of  duty  (70  possible)  and  the  section  on 
promotability  (30  possible) . Both  the  rater  and  indorser 
grade  a rated  officer  on  these  items  giving  a rated  officer 
a possible  point  total  of  200  for  a given  report. 

This  grading  system  has  been  beset  by  gross  inflation 
as  raters  feel  obligated  to  take  care  of  "their  own."  In 
addition,  the  Army  has  become  cognizant  of  a lack  of  com- 
munication between  juniors  and  seniors.  To  overcome  these 
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problems,  the  Army  is  instituting  a new  system  that  will  in- 
corporate the  tenets  of  MBO,  including  a measure  of  self- 
evaluation  (See  Fig.  5) » by  year-end  1979-  However,  the  Army 
is  caught  in  a Catch-22  situation*  MBO,  by  its  very  nature, 
is  not  designed  to  differentiate  highly  between  even  small 
i numbers  of  individuals.  The  vast  numbers  of  Army  officers 

considered  in  an  Army  Promotion  Board  preclude  use  of  pure 
i'BO  or  self-evaluation  as  a differentiating  mode  of  appraisal. 
As  such,  the  Army,  as  matters  presently  stand,  will  require 
a reporting  senior  to  place  the  rated  officer  numerically 
within  a hypothetical  population  of  one  hundred  Army  officers. 
This  number,  from  one  to  one  hundred,  will  probably  tend  to 
be  the  deciding  factor  in  promotion  boards.  It  is  doubtful 
that  such  a system  will  do  much  to  improve  the  inflationary 
trend  of  today’s  system.  However,  from  an  organizational 
standpoint,  overall  officer  effectiveness  within  the  Army 
can  only  be  enhanced  by  increasing  communication  between 
junior  and  senior  officers. 

D.  THE  UNITED  STATES  COAST  GUARD  REPORT  ON  THE  FITNESS 
OF  OFFICERS 

Instructions  for  the  Coast  Guard  Officer  Fitness  Reports, 
Forms  CG  4328A,  4328  A-l,  4328B,  4328  B-l,  and  4328  C (Rev. 
10-78)  are  found  in  Chapter  10  of  the  Personnel  Manual,  CG-207 
and  Commandant  Instruction  1611.7.  13  September,  1978.  The 
Coast  Guard  is  unique  among  the  services  in  having  five 


separate  fitness  reports  for  the  different  grades  and  combin 

ation  of  grades  between  0-1  and  0-6.  Warrant  officers  are 
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OFFICER  EVALUATION  REPORT  SUPPORT  FORM 

fmt  wm  «|  mf  ♦« tm  mm  A*  «23  104  •y*«<¥  :•  US  A#mv  Military  rim***  O 

^ /n4trucnoftj  on  Rmrm  (xfor*  Computing  thu  form. 

PART!  - RATIO  OMlCtM  lOtMTlflCATlO* 
jiitw  iU  ftm,  i in — — — iTi«A6r^»«r^*r-5oYVTiYa — puraxsTi 


MAM  4 Qf  MAT  CO  O’FlClR  (Lmt,  /lul,  Mil  OKAOS  fHINCl>Al  UUTY  TITU*  jOHOAMlZATlOH  S SP/lCt&j 

Mitchell.  Frink  S.  LTC  Division  Chief  iDivlston.  Ft.  Wll 1 lams .X ab< 

**  " 'yAI>TII-nATI>lOCHAI>l-YOUa*ATlNaC*AIN>OIIT»««fVAlUATIONyt«IOOia: 


INTIHMfOIATI 

HATIA 


Steen.  Robet 


COPS.  Ft.  Williams. 


I AATf  O OF  Aide'S  S'lCIALTICt/MOf 


ootv  ui/Moe 


PART  III  - RATED  OFFICER  fC»— a » **<*  * mtorn  to*  t»U  tm/lAg  pmrtodJ 
•.  ITATI  YOU*  IIONI^ICAWT  OUTItl  AMO  RCWONIHIUTIIi 

Provides  staff  advice  and  supervision  of  all  matters  concerning  Class  I subsistence 
supply  to  include  the  retail  Commissary!  operates  the  Laundry  and  Dry  Cleaning  Plane; 
disposes  of  surplus  and  excess  property;  supervises  Property  Control  which  Includes 
responsibility  for  receipt  storage  and  issue  of  all  classes  of  supply!  operates  the 
Self  Service  Supply  Center  and  Clothing  Sales  Store;  provides  staff  advice  on  cemetery 
matters  and  is  responsible  for  administration  of  the  Post  Cemetery;  provides  technical 
advice  and  assistance  on  food  service  matters. 


S.  INDICATE  YOU  A MAJOR  MRFOMUANCf  OSJSCTIVtS 

(1)  Increase  and  improve  utilization  of  warehousing  space.  (2)  Reduce  operating 
losses  at  the  Laundry  and  Dry  Cleaning  Plant  and  increase  customer  satisfaction. 

(3)  Improve  traffic  flow  and  appearance  of  the  Conmissary  entrance.  (4)  Realign 
supply  functions  and  procedures  to  increase  customer  satisfaction  and  conform  to 
existing  regulations.  (5)  Relocate  the  Self  Service  Center  and  improve  operations. 
(6)  Establish  a system  for  proper  contract  monitoring.  (7)  Effectively  execute 
supply  discipline,  property  accountability,  and  inventory  accuracy  of  all  government 
equipment  and  property  throughout  the  installation.  (8)  Establish  a comprehensive 
audit  trail  system  to  identify  and  manage  cost-factor  elements. 


C.  LIST  YOUR  SlONtflCANT  CONTmeuTIONS 

(1)  Completed  warehousing  program  resulting  in  a 201  reduction  in  required  storage 
space.  Initiated  action  to  establish  a consolidated  warehouse.  (2)  Continued 
installation  of  new  laundry  equipment  to  improve  productivity.  (3)  Initiated  single 
line  requisitioning  and  imoroved  stockage  policies  in  the  supply  operation  which  should 
ultimately  result  in  a 201  reduction  in  the  cost  of  non-staqdard  items.  (4)  Reduced 
638  lines  in  the  Self  Service  Supply  Center  and  instituted  controls  to  better  manage 
sensitive  items.  (5)  Established  a new  traffic  flow  at  the  Commissary  entrance  to 
improve  ID  verification  and  reduce  congestion.  (6)  Decentralized  contract  monitoring 
resulting  In  proper  contract  performance  evaluation.  (7)  Conducted  e complete 
inventory  end  accounted  tor  all  property,  followed  by  Introduce  in  of  new  supply 
discipline  prograr"  th-oughou*.  the  Installation.  These  program?  are  sell  . not  up  to 
ray  standf*y».  . 


DA  . 


K>,iui">  nv  i/,\ 
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Figure  5 
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included  within  this  system.  In  this  respect,  the  Coast 
Guard  is  the  only  service  to  recognize  within  the  context  of 
its  Fitness  Report  System  the  varying  nature  of  one's  duties 
as  an  officer  progresses  through  the  various  grades. 

Scoring  of  a Coast  Guard  Fitness  Report  is  similar  on 
all  forms.  Equal  weight  is  given  to  Section  H*  - Performance 
of  Duties,  Section  15  - Attitude,  Section  16  - Comparison, 


and  Section  17  - Personal  Qualities  on  all  forms.  The  point 
total  is  36.  A look  at  the  desired  distribution  of  grades 
as  indicated  on  Form  CG-4328  (Rev.  10-78)  indicates  that 
anything  less  than  a 28  is  cause  for  concern. 

As  mentioned  previously,  the  Coast  Guard  has  revised  its 
forms  and  regulations  governing  the  disposition  of  Fitness 
Reports  within  the  past  year.  The  reason  for  this,  as  re- 
ported in  Commandant  Instruction  1611.7  (See  Appendix  A), 
was  a trend  toward  inflated  marks  which  had  recently  accel- 
erated at  an  alarming  rate.  The  reasons  for  this  trend,  as 
given  in  COMDT  INST  1611.7,  are  as  pertinent  to  the  NOAA  Corps 
as  they  are  to  the  Coast  Guard.  The  following  reasons  for 
mark  inflation  are  enumerated* 

a)  "Limited  growth  in  the  size  of  the  officer  corps, 
and  very  little  voluntary  attrition  have  combined 

to  make  our  promotion  process  increasingly  competitive." 

b)  "Evaluation  systems  tied  to  promotion  and  pay  tend  to 
create  pressure  on  the  evaluator  to  inflate  subor- 
dinates' marks." 


c)  "A  lack  of  information  has  contributed  to  suspicion 
and  mistrust  in  the  officer  corps  in  regard  to  the 
fitness  report  system." 
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d)  "The  overall  competence  and  performance  level  of 
officers  in  general  may  he  at  a higher  level  than 
in  the  past." 

To  help  reverse  the  inflationary  trend,  the  Coast  Guard  es- 
tablished new  desired  distributions  for  "Performance  of 
Duties"  and  "Personal  Qualities"  for  each  individual  form. 

To  enforce  these  changes,  a statement  of  compliance  with  the 
desired  distribution  is  required  of  the  reporting  officer. 

As  an  added  check,  the  reviewing  officer  inspects  all  fitness 
reports  coming  from  a specific  reporting  officer  to  insure 
compliance  with  the  desired  distribution.  The  Coast  Guard 
has  skewed  its  desired  distribution  highly  to  the  left  as 
a reflection  of  statement  (d)  above.  As  such,  it  would  ap- 
pear to  endorse  a policy  of  little  differentiation  between 
a general  population  of  high  performers.  However,  the  new 
desired  distribution  would  appear  to  make  it  more  palatable 
to  a rating  officer  to  mark  a marginal  subordinate  in  the 
low  range  of  the  distribution.  On  all  Coast  Guard  forms,  an 
officer  can  be  in  the  lowest  15  percent  of  officers  for  his 
length  of  service  and  grade  and  still  be  "Very  Good." 

E.  THE  UNITED  STATES  MARINE  CORPS  FITNESS  REPORT 

Instructions  for  the  completion  of  Form  NAVMC  IO835  (6-71), 
are  included  in  United  States  Marine  Corps  Order  1610. 7B 
(MCO  1610. 7B).  The  Marine  Corps  form  is  designed  for  use 
with  an  optical  character  reader  (OCR) . 


The  Marine  Corps  fitness  report  system  is  designed  to 
evaluate  both  non-commissioned  and  commissioned  officers. 
Objectives  of  this  system  according  to  MCO  1610. 7B,  section 
1001-2  are « 

a)  Improvement  of  performance  which  is  achieved  by 
"coupling  the  fitness  report  (i.e.,  a report  of  past 
performance)  with  counseling  and  coaching  to  deter- 
mine where,  and  how,  performance  should  be  improved 
(i.e.,  a plan  for  future  performance)." 

b)  Promotion  of  worthy  Marines 

c)  Separation  of  the  least  competent 

d)  Assignment 

As  an  example  of  the  depth  to  which  a machine  readable 
form  can  reach,  the  evaluative  portion  of  the  Marine  Corps 
Fitness  Report  contains  a graphic  rating  scale  broken  into 
a performance  section  and  a personal  qualities  section,  an 
"...Estimate  of  This  Marine's  General  Value  to  the  Service," 
the  distribution  of  the  rater’s  marks  for  all  Marines  of 
the  ratee's  grade,  a statement  of  desirability  during  war- 
time, a narrative  section  which  includes  a requirement  to 
reference  all  commendatory  or  adverse  reports  received  on 
the  rated  officer,  and  a statement  as  to  whether  the  rated 
officer  is  qualified  for  promotion. 

In  addition  Block  18,  Report  Based  On,  gives  an  idea  of 
the  quality  of  information  contained  in  the  report,  and 
Block  20  gives  a coded  Recommendation  for  "Next  Duty." 

Block  15a,  General  Value  to  the  Service,  and  Block  15b, 
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GENERAL  INSTRUCTIONS 


1.  This  fonn  is  designed  for  ust  with  optical  charactar  recognition  (OCR)  equipment.  Oo  not  fold  or  imitilata.  Section  A must 
ha  gieparad  b*  typewriter  using  a USASI  Typa-A  standard  charactar  sat  far  OC  R.  Typing  must  ba  doubla  spacad.  m correct 
alignmant  and  in  capital  lattars.  When  an  OCR  typewriter  is  not  available,  use  tha  altarnata  saction  A above.  Section  8 must  ba 
completed  m black  ink  or  black  fait  pan.  Each  somplatad  block  must  ba  filled  with  an  "X"  that  touches  each  corner  of  tha  block.  N o 
mark  is  to  appear  outside  tha  boundaries  of  tha  block. 

• • •.  i 

a.  Abbreviations  shown  in  marking  boaas  stand  for  tha  following: 

__  »■  ' T 

[nO|NOT  OBSERVED  (Insufficient  opportunity  to  evaluate.) 

{UnJUNSATISFACTOR  Y (Unacceptable  performance.)  ..  ..  ..* 

(BAjBELOW  AVERAGE  (Below  tha  generally  accepted  standard1.) 

iAy]  AVERAGE  (Qualified  to  the  generally  sccapted  standard.) 

[a a] ABOVE  AVERAGE  (Highly  qualified.) 

|E_Xj  EXCELLENT  (Qualified  to  degree  seldom  achieved  by  others  of  grade.) 

(8530UTSTAN0ING  (One  of  the  dearly  suparior  individuals  of  his  grade  known  to  the  reporting  senior.) 


b.  Definitions  of  qualities  listed  in  item  14: 


vi-  t,." 


ENDURANCE  (Physical  and  mental  ability  for  carrying  on  under  fatiguing  conditions.) 

PERSONAL  APPEARANCE  (Tha  trait  of  habitually  appearing  naat.  smart  end  well-groomed  in  uniform  or  civilian  attire.) 
MILITARY  PRESENCE  (The  quality  of  maintaining  appropriate  dignity  and  soldierly  bearing.) 

ATTENTION  TO  OUTY  (Industry;  the  trait  of  working  thoroughly  and  conscientiously.) 

COOPERATION  (The  faculty  ol  working  in  harmony  with  others,  military  and  civilian.) 

INI  II  ATI  VE  (The  trait  of  taking  necessary  or  appropriate  action  on  own  responsibility.) 

JUOGhTNT  (The  ability  to  think  dearly  and  arnva  at  logical  conclusions.) 

PRESENCE  OF  MINO  (The  ability  to  think  and  act  promptly  and  effectively  m an  unenpected  emergency  jr  unJer  great  it 
FORCE  (The  faculty  of  carrying  out  with  eneigy  and  resolution  thet  which  is  believed  to  be  reasonable,  right  or  duly.) 
LEAUERSHIP  (The  capacity  to  direct,  control  and  influence  others  and  still  maintain  high  morale.) 

LOYALTY  (The  quality  ol  randering  faithful  and  willing  sorvica  and  unswerving  allegiance  under  any  and  all  circuinstani 
PERSONAL  RELATIONS  (Faculty  lor  establishing  and  maintaining  cordial  relations  with  military  and  civilian  associates  • 
ECONOM  i IN  MANAGEMENT  (Effective  utiliiation  ol  men.  money  and  materials.) 

GROWTH  POTENTIAL  (The  capacity  for  professional  development.) 

1 S'.ii>pi.  •«  rni.-ty  pages  may  ba  attached  at  ntcassary  to  provida  additional  information  including  amplifies;  on  of  i:::»<  C 
r iih  .41,.  c.,.  ..elude  ilia  name  anil  identification  number  of  Iht  Marine  reported  on.  the  period  and  occasion  il  ‘ha  repo  i 
fie  ituin  hi  it  ‘ r I.-  .action  being  amplified,  and  tha  signature  of  tho  reporting  sonior.  All  such  paga>  must  bo  attac'  »d  l.y 
ltaolv  In  the  spies  provided. 
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Distribution  of  Marks  for  all  Marines  of  this  Grade,  appear 

to  be  the  "guts"  of  the  Marine  Corps  system  for  promotion, 

retention,  and  assignment  to  critical  positions.  According 

to  MCO  1610.7B,  Section  3004,  paragraph  6a, 

"Item  15  is  nox  a summary  or  average  of  marks  in  items 
13  and  14.  It  is  the  reporting  senior's  estimate  of 
how  the  Marine  compares  with  all  other  Marines  of  the 
same  grade  known  by  the  reporting  senior,  taking  into 
consideration  all  important  factors  such  as  performance, 
versatility,  potential,  and  preference  for  having  the 
Marine  as  a member  of  the  command." 

Paragraph  6a(2)  defines  the  requirements  for  Block  15b. 

Block  15b  establishes  the  distribution  of 

"all  other  Marines  of  the  same  grade  under  the  reporting 
senior's  supervision  at  the  time  of  the  report,  as  if 
all  had  been  included  in  the  reporting  occasion.  In- 
clusion of  another  Marines  of  the  same  grade  in  this 
distribution  is  mandatory  whether  or  not  reports  are 
actually  submitted  on  all  others  at  this  time.  This 
distribution  serves  to  advise  members  of  selection  and 
assignment  boards/processes  of  the  relative  standing 
of  a Marine  within  a population  of  the  same  grade  and 
should  provide  the  discrimination  necessary  to  identify 
truly  outstanding  Marines  as  well  as  those  needing  im- 
provement. Since  this  mark  is  of  vital  importance  to 
each  Marine's  career,  reporting  seniors  must  exercise 
utmost  care  and  attention,  ensuring  that  the  members 
distributed  in  items  15b  and  1 5c  realistically  reflect 
actual  spread  of  performance,  avoiding  an  artificial 
cluster  or  false  distribution." 

In  essence,  Blocks  15a  and  15b  are  the  bottom  line  of 
the  Marine  Corps  Fitness  Report.  As  regards  Block  15b,  there 
is  no  requirement  for  a forced  distribution  in  MCO  1610.7B. 

Within  the  Marine  Corps  system,  MCO  1610.7B  Section  3006 , 
COUNSELING,  could  be  pertinent  to  the  NOAA  Corps  as  well  as 
relevant  to  most  other  organizations.  The  counseling  steps 
recommended  include* 
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a)  "Reviewing  the  Marine's  Performance" 

b)  "Evaluation  of  the  Marine's  Performance" 

c)  "Establishment  of  a Target" 

d)  "Establishment  of  a Coaching  Plan" 

The  counseling  approach  suggested  by  the  Marine  Corps  is  a 
good  example  of  a Management-by-objectives  (MBO)  approach  as 
utilized  in  a service  environment.  (See  Appendix  A for  a 
copy  of  MCO  1610. ?B,  Section  3006). 

F.  THE  UNITED  STATES  NAVY  REPORT  ON  THE  FITNESS  OF  OFFICERS 
Regulations  governing  the  completion  of  Report  on  the 
Fitness  of  Officers  ( NAVPERS  1611/1  Rev.  5-77)  are  found  in 
BUPERS  INSTRUCTION  1611.12E.  Like  the  Marine  Corps  Fitness 
Report,  the  Navy  form  is  designed  to  be  processed  by  optical 
character  reading  (OCR)  equipment.  When  first  confronting 
the  Navy  form,  it  appears  to  be  more  cluttered  and  compli- 
cated than  the  Marine  Corps  form.  However,  with  study,  the 
nuances  of  the  Navy  form  and  system  can  be  readily  clarified. 

The  Navy  system  is  primarily  designed  to  select  officers 
for  promotion  and  aid  in  assignment.  To  accomplish  this  a 
rating  officer  first  completes  a worksheet  (Form  NAVPERS  1611/lW) 
which  serves  as  a guide  for  the  completion  of  Report  on  the 
Fitness  of  Officers.  After  finishing  the  worksheet  (to  be 
discussed  in  detail  further  on  in  the  text) , an  officer  is 
graded  on  Specific  Aspects  of  Performance,  Warfare  Specialty 
Skills,  and  subspecialty  performance.  These  grades,  combined 
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and  in  some  cases  justified  by  the  required  narrative  comments, 
are  the  basis  for  the  Evaluation,  which  is  under  Mission  Con- 
tribution. Formerly r it  was  mandatory  that  an  officer  placed 

in  the  highest  range  of  Evaluation  be  recommended  for  early 
promotion;  but,  this  requirement  was  terminated  effective 
1 May  1979-  ' * 

The  Summary,  under  Mission  Contribution,  is  the  distri- 
bution of  overall  evaluation  marks  given  other  officers  of 
the  same  promotionally  competitive  category  as  the  rated 
officer  at  that  date  by  the  reporting  senior.  This  method 
is  analogous  to  the  Marine  Corps  system  and  is  used  to  as- 
sist report  users  in  making  comparisons  among  reports  sub- 
mitted by  different  reporting  seniors.  There  is  no  required 
distribution  in  the  Summary.  To  further  differentiate  be- 
tween highly  competent  officers  of  the  same  competitive 
category  recommended  for  early  promotion  by  a rating  senior, 
the  rating  officer  must  rank  these  officers  numerically  from 
one  to  X (where  X is  total  number  recommended  for  early 
promotion) . 

At  once  a strength  and  weakness  of  the  Navy  system  is 
the  worksheet,  NAVPERS  l6ll/lW  (Rev.  11-78) . A rating  officer 
is  required  to  fill  out  a worksheet  on  all  rated  officers 
under  his  jurisdiction.  These  worksheets  are  used  to  pro- 
vide guidance  in  the  completion  of  Report  on  the  Fitness  of 
Officers  and  to  define  the  measures  under  "Specific  Aspects 
of  Performance"  and  "Personal  Traits." 


In  addition,  the 
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Figure  8 


worksheet  defines  the  alphanumeric  scale  to  be  used  in  grading 
the  various  performance  aspects  and  personality  traits. 

This  scale  ranges  from  A to  I with  A being  the  highest 
rating. 

The  appraisal  worksheet,  which  is  to  be  used  in  discussion 
with  the  rated  officer,  forces  the  rating  officer  to  take  an 
indepth  look  at  all  aspects  of  an  officer's  performance  that 
the  Navy  considers  pertinent.  In  addition,  the  rating  of- 
ficer maintains  a file  of  appraisal  worksheets  that  he  has 
filled  out  on  all  rated  officers  in  his  command.  The  main- 
tenance of  this  file  by  a rating  officer  during  his  tenure 
in  a command  assures  consistency  from  one  report  to  another 
on  a given  rated  officer.  If  discrepancies  in  reported 
appraisal  of  a subordinate  occur  from  one  rating  period  to 
the  next,  they  must  be  fully  explained  in  the  narrative  com- 
ments of  both  the  worksheet  and  the  Report  on  the  Fitness  of 
Officers.  Under  no  circumstance  is  the  worksheet  file  to  be 
made  available  to  a rating  officer's  relief. 

In  principle,  the  use  of  the  appraisal  worksheet  is  great. 
In  practice,  a rating  officer  has  approximately  one  hundred 
decisions  per  rated  officer  that  must  be  made  on  each  work- 
sheet as  well  as  write  narrative  comments  concerning  each 
rated  officer.  It  is  difficult  to  believe  that  even  the 
most  dedicated  officer  would  be  able  to  endure  filling  out 
such  a form  for  even  a small  number  of  subordinates.  It 
appears  that  time  constraints  would  be  prohibitive  for  more 
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Figure  9 


than  a cursory  attempt  to  adequately  rate  a large  number  of 
subordinates  by  use  of  NAVPERS  1611/lW. 
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A laudable  philosophy  in  the  Navy  system  is  the  attempt 
to  separate  performance  objectively  from  personality.  As 
regards  "Personal  Traits"  on  the  Report  on  the  Fitness  of 
Officers.  Section  5-18  of  BUPERSINST  1611.12E  states 
specifically! 

"5-18  Sections  67.  68,  69,  70,  71  and  72.  Although  these 
sections  of  the  evaluation  system  contribute  to  a degree 
to  the  overall  evaluation  (section  51) 1 th  evaluation 
of  personal  traits  is  primarily  subjective  j.n  nature. 
Therefore,  marks  assigned  are  envisioned  as  primarily 
"detailing"  tools,  and  have  been  separated  from  the  ob- 
jective and  overall  evaluation  sections  of  the  report 
form . " 

Two  aspects  of  BUPERSINST  1611.12E  are  readily  appli- 
cable to  the  NOAA  Corps.  Sections  5-9  and  6-2b  could  readily 
serve  as  a model  for  appraisal  of  NOAA  Corps  officers  on  EEO 
performance.  Likewise,  Section  4-lln,  which  is  concerned 
with  physical  fitness  and  prescribed  weight  standards  as 
they  relate  to  facets  of  leadership,  is  as  pertinent  to  the 
NOAA  Corps  officer  as  to  the  Naval  Officer  (see  Appendix  A). 

As  a final  note,  the  Navy  ascribes  to  the  concept  of 
"management-by-objectives"  although  this  is  not  apparent 
on  the  Navy  forms.  Section  4-lld  of  BUPERSINST  1611.12E 
states  that  "...reporting  seniors  should  seek  to  establish 
with  each  and  every  subordinate  mutually  understood,  finite 
objectives  for  which  the  subordinate  will  be  held  accountable. 
Subsequent  fitness  reports  should  then  contain  comment  upon 

the  degree  of  attainment  of  each  objective. 
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G.  UNITED  STATES  PUBLIC  HEALTH  SERVICE  COMMISSIONED 

OFFICER'S  EFFICIENCY  AND  PROGRESS  REPORT 

The  United  States  Public  Health  Service  Commissioned 
Officers'  Efficiency  and  Progress  Report,  Form  PHS-838 
(Rev.  6-78)  as  quoted  on  the  form  is  used  ’’in  documenting 
an  officer's  assignments,  duties,  and  proficiencies,  which 
in  turn  enables  the  officer  and  the  Service  to  know  the 
officer's  strengths  and  weaknesses,  to  evaluate  and  improve 
his/her  performance,  and  to  identify  the  steps  necessary  to 
further  his/her  professional  growth  and  career  development. 
Evaluations  obtained  from  this  form  may  be  employed  in  various 
personnel  actions  such  as  promotions  and  assignments." 

Instructions  for  PHS-838  are  found  on  the  form  itself, 
in  Manual  Circular-Commissioned  Corps  Personnel  PHS  No.  279 
dated  9/1/78,  and  in  Personnel  INSTRUCTION  1 of  Subchapter 
CC  25*1  of  the  HEW  Personnel  Manual. 

The  evaluation  of  an  officer  by  Form  PHS-838  is  accom- 
plished by  use  of  a forced-choice  rating  scale  (Section  II) 
a behaviorally  anchored  rating  scale  (Section  III),  seven 
directed  questions  requiring  specific  narrative  comment  or 
description,  and  a comparison  of  the  rated  officer  with  of- 
ficers of  the  same  grade  doing  similar  work  (Section  V) . 

By  use  of  both  a forced-choice  scale  and  a behaviorally 
anchored  rating  scale,  the  Public  Health  Service  has  insti- 
tuted a curious  mixture  of  the  old  and  the  new.  Cozan 
claimed  that  forced-choice  scales  were  found  to  be  no  more 
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COMMISSIONED  OFFICERS'  EFFICIENCY  AND  PROGRESS  REPORT 
— I rn  I totn  to  CanamamM  Corpo  Paroonool  Manual 

iRgv  6-781  SuMOupMr  CC  26.1 


M oMr 
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•W  OMCK^TTON  OF  OUTlgS  OU»NQ  FflNtX  COVCW)  «V  THIS  ACPOMT 


•Nemos  ••uxr/onoA«M2AriOM  rmi  sictrr  mumocm: 

S»H»TRI^TOUWWlMf^qiW<0*WOM«yOOgAaiio>«Mg»»rOUg>«TH<MgXTY€Am  mwNt.lla»MW..I  — — 

lOlM 
I G Otar 


SECTION  tl.-TO  BE  FILLED  OUT  BY  REPORTING  OFFICER 


In  thm  section  of  the  report  you  evaluate  me  officer  by  selecting  from 
sate  of  four  pOrasee  me  one  m eacn  set  when  is  most  oesenotive  and 
the  one  which  vetoes*  descriptive.  This  method  ot  describing  an  officer  by 
me  use  of  Standardized  phrases  has  been  found  m emomcal  studies  to 
be  a very  effective  measure  of  me  performance  of  officers  m me  Puohc 
l Him  Service,  in  order  for  this  section  to  be  useful,  nowever.  t s 
imperative  met  you  toHow  carefully  me  directions  for  completing  this 
section. 


In  each  Moca  of  four  phrases  below,  select  the  one  phrase  most 
deecnpdm  of  the  officer  and  circle  the  number  corresponding  to  this 


phrase  m the  column  labeled  Most  ' Then  from  the  three  remaining 
statements  m the  seme  block  select  the  phrase  least  oesenotive  of  me 
officer  and  circle  me  number  corresponded  to  this  phrase  m the  column 
labeled  "Least”  (The  numbers  serve  merely  to  identify  your  choices.) 
Although  some  of  the  phrases  are  repeated  from  one  blocs  to  another, 
you  should  consider  each  block  mdepenoentty  of  the  other  blocks  and 
not  try  to  make  your  evaluations  consistent.  Be  sure,  however  to  make  Q 
"Moat”  and  “Least"  choice  m each  block,  in  some  you  may  rightly  feel 
that  none  of  the  phrases  applies  very  well  to  me  officer:  nevertheless, 
make  a choice  among  them,  circling  omy  one  Most”  and  one  “Least” 
description.  If  you  wish  to  comment  on  any  of  me  evaluations,  feel  free  to 
do  so  m Section  IV.  item  7 of  the  report. 


Oo  Not  Merit  These  Boxes 
(NOTE:  See  Privacy  Act  Statement  on  Page  4.) 

Figure  10  (PHS) 
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SECTION  VI.-TO  BE  FILLED  OUT  »V  WEVttWtNQ  < 
f Om&mm irn  noth  report  by  reportng  officer  and  gw«  f « 
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i by  Additional  Officers  Reviewing  Reports 


SECTION  VII.— TO  BC  FILLED  OUT  BY  AU.  OFFICERS 
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Privacy  Act  Notice  for  PHS  Commtaaioned  Officers'  Efficiency  and 
Prograss  Reoori  (COEPR)  (PHS-838) 

Records  Systems  HEW  OASH/OM  0002.— 0007 


This  statement  is  orovidsd  Dursusnt  to  the  Privacy  Act  ol  1974  (P.L 
93-579)  for  officers  being  evaluated  as  to  thee  performance  in  the  PHS 
Commissioned  Corps. 

Authority  for  Collection  ol  Information 

PHS  Act  Section  20t  et  sea  (42  USC  202  et  sea) 


Section  i of  the  COEPR.  to  be  completed  by  the  officer,  is  used  m 
conjunction  with  the  remaining  portion  of  the  COEPR.  to  be  completed 
by  other*,  in  documenting  an  officer's  assignments,  duties,  and  proficien- 
cies. which  m turn  enables  the  officer  and  the  Service  to  know  the 
officer  s strengths  and  weaknesses,  to  evaluate  and  imorove  his/her 
performance,  and  to  identify  the  steps  necessary  to  further  his/her 
professional  growth  and  career  development.  Evaluations  oo tamed  from 
this  form  may  be  employed  m venous  personnel  actions  such  as 
promotions  and  assignments. 

Except  as  indicated  below,  the  information  you  provide  on  this  form  wtN 
not  be  disclosed  outside  this  Oeo&rtment  without  your  written  consent: 
To  prosoective  employers  or  other  organizations  at  the  request  of 
the  individual,  to  other  Federal  agencies  m the  event  of  appointment 
of  former  officers:  to  (Department  of  Defense  m event  of  national 
emergency  Bureau  of  Pnaons  (Oepartm^t  of  Justice).  Coast  Guard 


(Department  of  Transportation),  and  Enwonmental  Protection 
Agency  may  obtain  copies  of  personnel  documents  relating  to 
commissioned  officer  assignments  to  those  agencies.  Records  may 
be  disclosed  to  individuals  and  organizations  deemed  qualified  by 
the  Secretary  to  carry  out  specific  research  solely  for  the  purpoee  of 
carrying  out  such  research  (45  CFR.  Part  5b.  Appendix  8.  Item  101). 
Disclosure  may  be  maoe  to  a congressional  office  from  the  record  of 
an  individual  m response  to  an  inquiry  from  the  congressional  office 
maoe  at  the  request  of  that  individual. 

in  the  event  of  litigation  where  one  of  the  parties  is  (a)  the 
Department,  any  comoonert  of  the  Department,  or  any  employee  of 
the  (Department  m his/her  official  capacity,  tb)  the  United  Slates 
where  the  Department  Determines  that  the  claim.  >f  successful,  a 
likely  to  directly  affect  the  operations  of  the  Department  or  any  of  its 
components:  or  (C)  any  Department  employee  m his/her  individual 
capacity  where  the  Justice  Deoartment  has  agreed  to  represent 
such  emoioyee.  the  Deoartment  may  disclose  such  records  as  4 
deems  desirable  or  necessary  to  the  Deoartment  of  Justice  to 
enable  that  Department  to  effectively  represent  such  party,  provided 
such  disclosure  is  compatible  with  the  purpose  tor  which  the  records 
were  collected. 

Effects  of  Nondlecioeure 

Comotetion  of  Section  i of  COEPR  is  voluntary:  however,  failure  to 
provide  the  information  called  for  m Section  i of  COEPR  will  result  in  an 
evaluation  for  promotion,  assignment,  and  other  purposes  not  being 
based  on  the  information  you  have  been  asked  to  supoiy  m that  section. 
This  will  result  m an  officer  s assignment  preferences  not  being  given 
due  consideration,  it  will  also  impede  the  processing  of  the  COEPR  end 
other  actions  baaed  thr  -*n. 


P oro  im,  o-7»4-o7o 


Figure  10 
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valid  than  graphic  rating  scales  as  long  ago  as  1 955* 

Coaan  /Ref.  6/  goes  on  to  quote  N.R.F.  Maier,  author  of 
Psychology  in  Industry  as  saying  that  the  forced-choice 
method  is  difficult  to  implement  because  it  entails » 

- Trained  technicians  to  develop  the  performance  scale. 

- A different  collection  of  tetrads  for  each  job  or 
occupational  group. 

- A fair  agreement  on  the  criteria  of  success  and  failure. 

- Willingness  on  the  part  of  supervisors  to  rate  their 
employees  when  they  cannot  even  tell  whether  they  are 
giving  one  person  a more  favorable  rating  than  another. 

Another  major  problem  with  forced-choice  tetrads  is  the  in- 
ability to  conduct  meaningful  discussions  between  the  rater 
and  rated  officer.  In  apparent  contradiction  to  the  spirit 
of  Form  PHS  838  as  regards  enabling  "the  officer  and  the 
Service  to  know  the  officer's  strengths  and  weaknesses,  to 
evaluate  and  improve  his/her  performance,  and  to  identify 
the  steps  necessary  to  further  his/her  professional  growth 
and  career  development,"  is  the  specific  statement  in  the 
rated  officer's  signature  block,  "(Do  not  try  to  discuss 
Section  II) . " 

On  the  other  hand  the  behaviorally  anchored  rating  scale 
forces  open  discussion  as  do  the  specific  questions  of 
Section  IV.  The  format  of  the  questions  in  Section  IV  is 
notable  for  its  clarity.  The  overall  effectiveness  rating 
in  Section  V is  also  quite  clear.  Although  an  officer  is 
being  compared  to  others  of  the  same  grade  who  are  doing 
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similar  work,  no  forced  distribution  is  required  in  the 
effectiveness  rating. 


V.  THE  NOAA  CORPS  FITNESS  REPORT  SYSTEM 


A.  BACKGROUND 

NOAA  Form  56-6,  Fitness  Report  for  Commissioned  Officers, 
is  the  primary  means  of  appraising  officers  within  the  NOAA 
Corps.  Instructions  for  the  use  of  this  form  are  found  in 
NOAA  Directives  Manual,  Chapter  56 » Section  06 , (NDM  56-06) 
(See  Appendix  D)  dated  1-14-72,  on  a tear  sheet  entitled 
INSTRUCTIONS  (see  Appendix  D)  attached  to  Form  56-6,  and 
in  blocks  7,  8,  9,  10,  and  11  of  Form  56-6.  The  present  form 
has  been  in  existence  (with  some  minor  modifications  to  the 
format  and  instructions  having  occurred)  since  De;.  1,  1967- 
Information  concerning  an  individual  officer's  fitness  is 
also  gleaned  through  correspondence  from  superiors  or  outside 
sources  concerning  performance,  through  NOAA  Form  56-25, 
Service  Report,  (See  Figure  12),  and  on  some  occasions  via 
personal  communication. 

The  majority  of  officer  fitness  reports  within  NOAA  fol- 
low the  same  general  path.  This  path  has  the  following 
milestones.  Milestone  li  observation  and  evaluation  of  a 
subordinate  officer  by  the  rating  officer.  Milestone  2: 
writing  of  the  fitness  report  by  the  rating  officer.  Mile- 
stone 3‘  a conference  with  the  rated  officer  at  which  the 
subordinate  is  shown  his  fitness  report  and  discusses  the 
fitness  report  with  the  rating  officer.  Milestone  4i  the 
subordinate  signs  the  fitness  report  (a  signature  does  not 


10.  OTHER  FACTORS  - Furnish  detailed  comments  on  any  special  skills  and/or  characteristics  vbich  you  consider  arc  enep 
(ion ally  strong  or  weak  points  of  this  officer.  Examples  would  be  skills  or  characteristics  relating  to  personal  behavior, 
shiphandliag  and  seamanship,  inter- government  relations,  cost  consciousness,  physical  endurance  and  emotional  stability. 


11.  GENERAL  COMMENTS  — Give  your  general  opinion  of  this  officer.  Include  any  information  which  may  be  of  value  in  making 
assignments,  special  awards,  and  promotion.  Make  an  explicit  statement  on  this  officer^  EEO  performance.  NOTE;  If 
"outstanding"  is  given  for  either  "JOB  ABILITY"  or  "JOB  ACCOMPLISHMENT",  under  Item  8,  explain  why  the  officer 
deserves  this  ratios.  Also,  explain  all  "poor"  (adverse)  rauags. 

% complete.  Officer  (is,  is  oot)  a qualified  OOD  Underway. 


Officer  shipboard  training  workbook  _ 

I (consider,  do  not  consider)  this  officer's  progress  satisfactory,  and  recommend  (retention  in,  separation  from) 
che  NOAA  Corps. 


12.  A COPY  HAS  BEEN  FORWARDED  THROUGH  CHANNELS. 


C2yo 


□ 


NO 


13.  TRENO  OF  PERFORMANCE:  Q ns ST  nesont 


IMPROVING 


| 1 consistent 


14.  EDUCATIONAL  POTENTIAL  - Do  you  believe  full-time  graduate  training  would  be  beneficial 
to  both  NOAA  and  the  officer  atrhis  time? 


j DECLINING 
i YES  £j]  * 

1 NO  OPINION 


15. 


UGNATUNE 


TITLE/ POSITION 


RATING 

OFFICER 


REPORTING 

OFFICER 


RATED 

OFFICER 


Figure  11 
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imply  agreement,  only  validates  that  the  rated  officer  has 
seen  his  report).  Milestone  5»  sending  of  the  original 
fitness  report  to  Chief,  Commissioned  Personnel,  NCI,  and 
routing  copies  through  appropriate  channels.  Milestone  6» 
the  annual  meeting  of  the  NOAA  Corps  Officer  Personnel  Board 
(OPB)  at  which  all  officer  fitness  reports  received  by  NCI 
are  reviewed  and  appropriate  personnel  actions  based  on 
content  of  the  reports  (coupled  with  content  of  prior  re- 
ports for  individual  rated  officers)  are  implemented.  Mile- 
stone 7«  filing  of  the  report  in  the  rated  officer's  per- 
manent personnel  folder.  It  is  noted  that  as  regards  Mile- 
stones 3 and  4,  a rebuttal  procedure  for  adverse  fitness  re- 
ports exists  and  is  documented  in  NDM  56- 06. 

B.  PURPOSE  OF  THE  NOAA  CORPS  FITNESS  REPORT 

The  purpose  of  NOAA  Form  56-6  as  stated  in  NDM  56- 06-2d 
is  "...these  reports  are  the  basis  in  selecting  officers 
for  promotion,  assignment,  and  separation."  In  the  instruc- 
tions included  on  the  tear  sheet  attached  to  Form  56-6 , it 
is  stated  that  "This  report  is  used  with  previous  fitness 
reports  for  the  purposes  of  assignment-making,  career  develop- 
ment, and  promotion."  Taking  promotion  and  separation  as 
opposite  sides  of  the  same  coin,  leaves  three  basic  purported 
purposes  for  the  Fitness  Report  System*,  promotion,  assign- 
ment, and  career  development. 
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A cross  check  in  the  summer  of  1978  with  members  of  the 
NOAA  Corps  Officer  Personnel  Board  and  the  NO AA  Corps  Officer 
Assignment  Board  (OAB)  indicates  that  the  primary  use  of 
Form  58-6  is  selection  for  promotion  (either  accelerated, 
on  time,  decelerated,  or  separation).  As  far  as  use  in 
career  development  or  for  assignment,  the  OAB  members  indi- 
cate that  only  on  rare  occurrences  are  fitness  reports  re- 
ferred to  in  the  assignment  process.  This  is  not  to  say  that 
the  NOAA  Corps  has  not  made  efforts  to  enhance  the  career 
development  of  its  officers  or  to  carry  out  (as  far  as 
practicable  within  the  needs  and  constraints  of  the  service) 
an  enlightened  and  equitable  assignment  process.  However, 
it  is  saying  that  Form  58-6  in  its  present  format  has  had 
seemingly  little  impact  in  the  career  development  and  assign- 
ment processes.  (See  Chapter  VI), 


C.  FORMAT  OF  FITNESS  REPORT  FOR  COMMISSIONED  OFFICERS 

NOAA  Form  58-6  in  its  present  format  consists  of  fifteen 
blocks.  See  Figure  11.  These  are« 

1 ) REPORT  PERIOD 

2)  OCCASION  FOR  REPORT 

3)  NAME 

4)  GRADE 

5)  REPORT  BASED  0N« 

6)  ORGANIZATION  AND  LOCATION 

7)  DUTIES  OF  RATED  OFFICER 

8)  GENERAL  INSTRUCTIONS 

(a  100  point  graphic  rating  scale  consisting  of  job 
performance  measures  and  personal  traits) 

9)  DESIRABILITY 

10)  OTHER  FACTORS  (a  narrative  block) 

11)  GENERAL  COMMENTS  (a  narrative  block)  ' 
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12)  A COPY  HAS  BEEN  FORWARDED  THROUGH  CHANNELS 

13)  TREND  OF  PERFORMANCE 

14)  EDUCATIONAL  POTENTIAL 

15)  RATING  OFFICER,  REPORTING  OFFICER,  RATED  OFFICER 

(signature  blocks) 

By  design  and  use,  the  primary  rating  mechanisms  of  Form  56-6 
are  the  graphic  rating  scale  of  Block  3,  and  the  narrative 
sections  of  Blocks  10  and  11.  Blocks  9 and  13  can  be  used  as 
an  aid  in  overall  evaluation  of  an  officer's  potential,  but 
because  of  differing  rater  standards  in  the  case  of  Block 
9 (see  Chapter  VI,  Results  of  Questionnaire),  it  is  obvi- 
ous that  numerous  rating  officers  have  a unique  view  of  the 
distribution  that  is  to  be  followed  for  grading  desirability. 
In  absence  of  established  guidelines,  this  block  is  relative- 
ly worthless  in  any  but  negative  instances  of  "Prefer  not  to 
have."  Block  13,  likewise,  is  of  probable  little  value  in 
overall  evaluation  except  in  the  negative  instance  of  de- 
clining performance.  A cautionary  note  as  regards  Block  13 
is  in  order  if  "First  Report"  is  checked.  An  analysis  of  the 
writer's  "Fitness  Reports"  indicates  that  "First  Reports" 
tend  to  be  marked  significantly  lower  than  subsequent  re- 
ports from  the  same  rater.  The  writer's  grade  is  66.7  on 
seven  "first  reports"  vice  75-7  on  six  subsequent  reports. 
Whether  this  is  a personal  phenomena  or  a NOAA  Corps  wide 
phenomena  the  writer  has  no  means  of  ascertaining  without 
access  to  the  NOAA  Corps  personnel  files.  However,  it  would 
appear  that  the  officer  with  a history  of  numerous  first 
reports  could  be  at  a significant  disadvantage  to  the 
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officer  who  has  been  fortunate  enough  to  have  spent  the 
majority  of  his  career  in  a relatively  stable  environment. 

The  value  of  the  graphic  rating  scale  of  Block  8 is 
enhanced  by  the  requirement  under  Item  8 of  the  tear  sheet 
instructions  that  the  expected  distribution  of  grades  for 
all  NOAA  officers  is»  5%  outstanding,  15f«  excellent,  6o# 
very  good,  1 5#  satisfactory,  and  5f°  poor.  The  narrative 
sections  serve  as  areas  in  which  to  expand  on  the  various 
grades  given  on  the  graphic  rating  scale,  comment  on  signifi- 
cant factors  not  specifically  covered  by  the  graphic  rating 
scale,  and  serve  as  a vehicle  in  which  to  report  "critical 
incidents"  in  the  officer^  career  during  the  rating  period. 

Specific  criticisms  and  recommendations  for  improvement 
of  the  form  and  further  clarification  of  applicable  in- 
structions and  directives  will  be  made  in  Chapter  VII. 


D.  OVERVIEW  OF  THE  NOAA  CORPS  FITNESS  REPORT  SYSTEM 

The  NOAA  Corps  Fitness  Report  and  appraisal  system,  as 
presently  practiced,  is  essentially  an  evaluative  system  (as 
opposed  to  developmental)  which  looks  to  an  officer's  past 
performance.  The  NOAA  Corps  Officer  Personnel  Board  attempts 
to  interpolate  a man's  future  performance,  and  thus  promota- 
bility,  from  this  record  of  past  performance. 

Curiously,  within  Form  56-6,  there  is  a requirement  that 
the  rating  officer  be  required  to  pass  judgment  on  whether 


the  rated  officer  should  be  recommended  for  "retention  in" 
or 'Reparation  from"  the  NOAA  Corps?  but,  there  is  no  re- 
quired statement  that  a rater  recommend  an  officer  for  ac- 
celerated promotion,  promotion  with  peers,  or  decelerated 
promotion.  Yet,  these  decisions  are  the  primary  purpose  of 
the  system.  By  the  same  token,  there  is  no  requirement  that 
an  officer's  suitability  for  command  (or  increased  respon- 
sibility) of  ships,  aircraft,  or  NOAA  programs  be  commented 
upon.  (Why  else  would  the  NOAA  Corps  continue  promoting  an 
individual  except  to  ultimately  command?) 

These  facets  of  the  NOAA  Corps  Fitness  Report  System 
will  receive  further  comments  in  Chapter  VII,  Recommendations 
for  Improvement  of  the  NOAA  Corps  Fitness  Report  System. 
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VI.  THE  NOAA  CORPS  FITNESS  REPORT  ATTITUDE  QUESTIONNAIRE 


A.  GENERAL 

In  late  1978  an  attitude  questionnaire  was  sent  to  all 
active  members  of  the  NOAA  Corps  concerning  the  NOAA  Corps 
Fitness  Report  System.  Of  approximately  375  questionnaires 
mailed,  120  were  returned  for  a 32#  overall  response  rate. 

For  each  grade  the  approximate  response  rate  wasi  Ensign, 
11#;  Lieutenant  (j.g.),  25#;  Lieutenant,  43#;  Lieutenant 
Commander,  41#;  Commander,  26#;  Captain,  27#;  and  Rear 
Admiral,  20#. 

The  questionnaire  (see  Appendix  B)  was  divided  into  three 
parts.  The  first  part  allowed  differentiation  of  data  by 
grade,  present  assignment,  or  specialty  preference  area.  The 
categorization  of  data  in  this  report  is  by  grade.  The 
second  part  addressed  the  NOAA  Corps  Fitness  Report  System 
from  the  standpoint  of  a rated  officer,  while  the  third  part 
addressed  the  System  from  the  standpoint  of  a rating  officer. 
Compilation  of  raw  data  from  the  completed  questionnaire  is 
included  in  Appendix  B . 

In  the  following  tabulation  of  results  and  ensuing 
discussion,  each  question  is  reiterated  as  originally  pre- 
sented on  the  questionnaire.  Where  applicable,  below  each 
question  will  be  found  the  distribution  of  responses  as  well 
as  the  overall  mean  and  median  values  and  the  mean  and  median 
values  for  each  rank. 
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B.  PART  I - RESULTS 

1.  Rank  (Grade)  5 Ensigns 

18  Lieutenants  (j.g.) 

40  Lieutenants 
31  Lieutenant  Commanders 
17  Commanders 
8 Captains 
1 Rear  Admiral 


2.  Years  in  NOAA  Corps  and  with  similar  evaluation  processes 


0-1+yr  4 

2-3+yrs  21 

4-5+yrs  26 

6-7+yrs  11 

8-9+yrs  15 

10-11+yrs  10 

12-13+yrs  9 

14-15+yrs  6 

16-17+yrs  3 

18-19+yrs  5 

20-25+yrs  7 

26-30 +yrs  3 


3.  Present  assignment 


14 

a. 

hydrographic  ship 

14 

b. 

oceanographic  ship 

4 

c . 

fisheries  ship 

6 

d. 

mobile  duty 

3 

e . 

flight 

21 

f . 

laboratory 

26 

g* 

staff 

14 

h. 

management 

12 

i . 

other 

Seven  responses  to  #3  were  left  blank  and  one  response 
indicated  two  answers. 

4.  I consider  myself  primarily  oriented  towards 


57 

a. 

operations 

22 

b. 

R and  D 

14 

c. 

staff 

46 

d. 

management 

Several  questionnaires  indicated  multiple  responses  to 
Part  I,  question  4. 
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The  answers  to  Part  I,  taken  as  a whole,  tend  to  estab- 
lish the  credibility  of  the  results  of  Part  II  and  Part  III. 

Although  the  overall  response  rate  was  only  32fo,  the  responses 

w 

received  would  appear  to  be  representative  of  the  NOAA  Corps 

as  a whole. 

I 

C.  PART  II  - RESULTS 

In  the  following  tabulations,  SA=Strongly  Agree,  A=Agree, 

N=Neutral,  D=Disagree,  DS=Disagree  Strongly.  0A=0verall  in 
the  compilation  of  means  and  medians. 

For  computation  of  means  and  medians,  values  of  5=Strongly 
Agree,  4=Agree,  3=Neutral,  2=Disagree,  and  l=Disagree  Strong- 
ly were  utilized.  The  reader  is  cautioned  that  the  majority 
of  data  collected  in  the  questionnaire  is  ordinal  at  best. 

As  such,  minor  variations  in  means  between  the  various  grades 
are  probably  of  little  significance . 

The  samples  of  one  Rear  Admiral  and  five  Ensigns  allow 
no  generalizations  to  be  made  regarding  these  grades.  How- 
ever, the  author  regards  it  to  be  more  informative  to  retain 
these  two  grades  as  separate  data  groupings  than  to  assimilate 
them  into  the  next  lower  and  next  higher  grades  respectively. 


a.  I believe  that  the  present  Fitness  Report  form  is  a 
good  one  (NOAA  Form  56-6), 


Medians  1 


0A=4,  ENS=3«  LTJG=4,  LT=4,  LCDR=4, 

CDR-=4 , CAPT=4,  RADM=4 . 


b.  I believe  that  the  present  Fitness  Report  system  is  a 
good  one  (evaluation  by  a superior,  a conference,  and 
then  review  by  the  OPB) . 


Responses 


Medians : 


uA=4 , ENS=4,  LTJG=4, 

CDR=4,  CAPT=4,  RADM=4. 


LCDR=4, 


2.  I feel  that  my  Fitness  Reports  have  provided  NOAA  Head- 
quarters with  a true  measure  of  my  abilities  and  worth 
to  NOAA. 


Responses 


Mni 


Medians  t 


ENS=2 , 

LTJG=3» 

LT=3- 5 * LCDR=4, 

CAPT=4 , 

RADM=4. 

3- 


I feel  that  my  command  has  provided  me  with  on-going 
feedback  concerning  my  performance  throughout  a rating 
period  (i.e.,  as  opposed  to  evaluation  only  at  prescribed 
Fitness  Report  times) . 


Responses SA=5 A=4 N=3 D=2 DS=1 


N 

Percentage  1 

4, 

3.3*. 

22, 

18-3*, 

34, 

28 

45, 

15 

12.5* 

Means » 

0A=2.6, 
CDR=2 . 8 , 

ENS=1 . 8 , 
CAPT=3 • 0 

LTJG=2 . 9 , 

, RADM=  3 . 0 

LT=2.4, 

LCDR=2 . 

Medians  1 

0A=2 . 5 * 
CDR=3  * 

ENS=1, 
CAPT=3 » 

LTJG=3 » 
RADM=3 • 

LT=2 , 

LCDR=3» 

4.  I feel  that  my  command  has  spent  significant  time  with 

me  discussing  career  guidance  and  development. 

Responses 

SA=5 

A=4 

N=3 

D=2 

DS=1 

N 

Percentage  t 

2, 

l-7*i 

11, 

9.2*, 

33. 

27.5*. 

50, 

^1  • 7%, 

24 

20* 

Means  t 

0A=2 . 3 » 
CDR=2 . 0 , 

ENS=1 . 8 , 
CAPT=2 . 2 

LT JG=2 . 8 , 

, RADM=  3 . 0 

LT=2 . 2 , 

LCDR=2 . 

Medians : 

0A=2 , 
CDR=2 , 

ENS=1, 
CAPT=2 , 

LTJG=3 « 
RADM=3- 

LT=2 , 

LCDR=2 , 

5.  I feel  that  the  NOAA  Corps  Fitness  Report  System  has 

aided  me  in  becoming  a more  proficient,  more  professional 
officer. 


Responses 

SA=5 

A=4 

N=3  D=2 

DS  = 1 

N 

Percentage  s 

4, 

3-3*. 

24, 

20*. 

wJ  -t- 
03  U> 

00 

03  N> 

7 

-5*8* 

Means  t 

0A=2 . 8 , 
CDR=2 . 6 , 

ENS=2 . 8 , 
CAPT=3 . 1 , 

LTJG=2 . 4 , LT=2 . 8 , 
RADM=  3.0. 

LCDR=2 . 8 , 

Medians  1 

0A=3» 

CDR=3. 

ENS=2 , 
CAPT=3» 

LTJG=3.  LT=3> 
RADM=3- 

LCDR=3 . 
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i , 

r*  .j 


6.  I believe  the  purpose (s)  of  the  Fitness  Report  System 
should  be  to 


a.  Aid  in  annual  adjustment  of  the  lineal  list. 
Responses  SA=  5 A=4  N= 


DS=1 


Means  * 


0A=4. 3 , ENS=4.4,  LTJG=4.6,  LT=4.1,  LCDR=4.5, 

CDR=4.4,  CAPT=4.1,  RADM=4.0. 


Medians:  0A=4,  ENS=4,  LTJG=5>  LT=4,  LCDR=5, 

CDR=4,  CAPT=4,  RADM=4 


c.  Provide  feed  back  to  aid  the  rated  officer  in  develop- 
ing professional  skills. 


Responses  SA 


DS=1 


.8 


Means  t 


Medians : 


0A=4. 3,  ENS=4. 8 , LTJG=4.4,  LT=4-3,  LCDR=4.3, 

CDR=4. 2 , CAPT=4. 4.  RADM=4.0 


0A=4,  ENS=5.  LTJG=4,  LT=4,  LCDR=4, 

CDR=4,  CAPT=4,  RADM=4 


Means : 

OA-3.8, 
CDR=4. 2 , 

ens=3-8, 

CAPT=3.6 , 

LTJG=3*  8 , 
RADM=4.0 

LT=3-5. 

LCDR=3-9. 

Medians : 

OA-4, 

ENS=3  > 

LTJG=4, 

LT=4, 

LCDR=4 , 

CDR=4, 

CAPT=4, 

RADM=4 . 

b.  Aid  in 

separating 

personnel 

who  aren' t 

performing. 

Responses 

SA=5 

A=4 

N=3 

D=2 

DS  = 1 
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d.  Aid  in  the  assignment  process. 


Responses SA=5 A=4 N=3 .D=2 

N 24,  71,  16,  3, 

Percentages  » 20$, 59.2#, 13. 3#,  6.7#, 


Means  < 0A=3-9,  ENS=4.2,  LTJG=3-9,  LT=3-8, 

CDR=3 . 7 . CAPT=4.0,  RADM=4.0 

Medians » 0A=4,  ENS=5.  LTJG=4,  LT=4, 

CDR=4,  CAPT=4  r RADM=4 


DS  = 1 
1 

0. 


LCDR=4.2 


LCDR=4, 


f 


e.  Aid  command  to  develop  personnel  and  obtain  desired 
performance . 


Responses 

SA=  5 

A=4 

N=3 

D=2 

DS  = 1 

N 

Percentages : 

25. 

20.8#, 

66, 

19, 

15.8#, 

9, 

- 

1 

0.8# 

Means  t 

0A=3»  9 , 
CDR=3.6, 

ENS=3.8, 

CAPT=4.1 

LT JG=3- 7 , 
RADM=  5 • 0 

LT=3-8, 

LCDR=4. 

Medians  s 

0A=4, 

CDR=4, 

ENS=4, 

CAPT=4, 

LTJG=4, 

RADM=5* 

LT=4 , 

LCDR=4, 

f.  Assist  in 

evaluating  qualification  for 

promotion. 

Responses 

SA=  5 

A=4 

N=3 

D=2 

DS=1 

N 

Percentages : 

37, 

32.4#, 

69, 

60. 5#, 

7, 

6.1#, 

1, 

0.9#, 

0 

0.0# 

Means : 

0A=4. 2 , 
CDR=4. 3, 

ENS=4. 2 , 
CAPT=4 . 4 , 

LTJG-4.2 , 
RALM=4.0 

LT=4. 2 , 

LCDR=4 . 

Medians  t 

0A=4, 
CDR=4 , 

ENS=4. 5 , 
CAPT=4, 

LTJG=4, 

RADM=4. 

LT=4, 

LCDR=4, 

g.  Other  (Please  indicate). 

Replies  noted  on  questionnaires  25,  48,  57,  66,  82  and  85. 
Questionnaire  85  gave  the  best  suggestion  (in  the  writer's 
opinion)  in  suggesting  that  an  additional  purpose  should  be  to» 

"Evaluate  skill  of  NOAA  officer  with  respect  to  op- 
erating a data  gathering  vehicle..." 
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7.  I believe  the  Fitness  Report  System  is  effective  in 
implementing 


a.  Aid  in  annual  adjustment  of 

Responses  SA=5  A=4 

the  lineal  list. 

N=3  D=2 

DS-1 

i 

] 

N 

1, 

38, 

48,  23, 

8 

Percentages  * 

0.895. 

32-2*. 

40.795,  19.595, 

6.895 

Means  * 

0A=3.0, 

ENS=3.2, 

LTJG=2 . 8,  LT=3>0 , 

LCDR=3.1, 

CDR=2 . 8 . 

CAPT=3.2. 

RADM=4 . 0 

I 

Median* 

0A=3» 

ENS=3 » 

LTJG=3 , LT=3 , 

LCDR=3, 

CDR=3 , 

CAPT=4, 

RADM=4 . 

b.  Aid  in  separating  personnel  who  aren't  performing. 

Responses 

SA=5 

A=4 

N=  3 D=2 

DS  = 1 

N 

4, 

26, 

25.  46, 

17 

Percentages  * 

3.495, 

22%, 

21.295,  39.095. 

14.495 

Means  * 

0A=2 . 6 , 

ENS=2 . 2 , 

LT JG=2 . 7 , LT=2 . 3 , 

LCDR=2 . 9 , 

CDR=2 . 9 . 

CAPT=2 . 6 . 

RADM=4 . 0 

Medians  * 

0A=2 , 

ENS=2 , 

LTJG=3,  LT=2 , 

LCDR=2 , 

CDR=3 i 

CAPT=3, 

RADM=4. 

c.  Provide  feedback  to  aid  the  rated  officer  in  develop- 
ing professional  skills. 


Responses  SA=5  A=4 N=J p=2 ps=l 


Means*  0A=3-3,  ENS=3.2,  LTJG=3-4,  LT =3-4,  LCDR=3.2, 

CDR=2. 8 , CAPT=3.  5.  RADM=4.0. 


Medians*  0A=3,  ENS=4,  LTJG=4,  LT=4,  LCDR=3, 

CDR=3.  CAPT=3»  5*  RAPM=4 . 
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d.  Aid  in  the  assignment  process. 


Responses 

SA=5 

A=4 

N=3 

D=2 

DS=1 

N 

Percentages » 

0, 

0.0%, 

46, 

30.69S, 

50, 

42.0#, 

19, 

16 .0#, 

4 

3.49S.._ 

Means t 

0A=3-2, 
CDR=  3.0, 

ENS=2.8, 
CAPT=3. 1 , 

LTJG=3-4, 
RADM=  3 . 0 

LT=3*  2 , 

LCDR=3-1, 

Medians  t 

0A=3. 

CDR=3> 

ENS=3 , 
CAPT=3  * 

LTJG=3-5. 
RADM=3 • 

LT=3  > 

LCDR=3  > 

e.  Aid  command  to  develop  personnel  and  obtain  desired 
performance . 


Responses 

SA=5 

A=4 

N=3  D=2 

DS  = 1 

N 

Percentages » 

2, 

1.7 

41, 

34.7#, 

53,  19, 

44. 9%,  16.19S, 

4 

^•4# 

Means  > 

0A=3-2, 
CDR=2 . 9 , 

ENS=2 . 2 , 

capt=3>5, 

LTJG=3-0,  LT=3-2, 
radm=4.o. 

lcdr=3-4, 

Medians  > 0A=3.  ENS=2,  LTJG=3,  LT=3,  LCDR=3, 

CDR=3 * CAPT=3* 5»  RADM=4. 


f.  Assist  in  evaluating  qualification  for  promotion. 


Responses 

SA=5 

A=4 

N=3  D=2 

DS=1 

N 

Percentages  t 

0 0 

56, 

47.495, 

35,  25, 

29.795,  21.295, 

4 

3.495 

[ ^ 

Means  1 

0A=3*2 , 
CDR=3. 5, 

ENS=2 . 6 , 
CAPT=3. 8 , 

LTJG=3*1»  LT=3-0, 
radm=4.o. 

LCDR=3* 

Medians  < 

0A=-3 , 
CDR=4, 

ENS = 3 , 
CAPT=4 , 

LTJG=3»  LT=3 . 
RADM=4 

LCDR=3, 

i 


g.  Other  (Please  indicate) 

Response  noted  on  questionnaires  57  and  85.  Question- 
naire 85  (see  6g.)  indicated  disagreement  with  our  present 
Fitness  Report's  ability  to  evaluate  adequately  an  officer's 
skill  with  respect  to  operating  a data  collection  vehicle. 
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8.  I feel  that  a system  whereby  poor  or  marginal  performers 
in  the  grades  0-4  and  0-5  with  less  than  twenty  years 
service  could  be  separated  with  severance  pay  would  be 
beneficial  to  the  NOAA  Corps. 


Responses 

SA=3 

A=4 

N=3 

D=2 

DS=1 

N 

Percentages : 

32. 

. ... 

OO  o 
-3- -3- 

11, 

9.2%. 

8, 

6.796, 

1 

0.896 

Means* 

0A=4.2, 
CDR=4.0 , 

ENS  =4.0, 
CAPT=3. 8 , 

LTJG=4.4, 

RADM=4.0 

LT=4.2, 

LCDR=4. 3 , 

Medians i 

0A=4, 

CDR=4, 

ENS =4, 
CAPT=4 , 

LTJG=4, 

RADM=4. 

LT=4, 

LCDR=5 , 

9.  I feel  that  a system  whereby  subordinates  rate  superior 
officers  would  be  beneficial  to  the  NOAA  Corps. 


-^•Responses 

SA=5 

A=4 

N=3  D=2 

DS  = 1 

N 

Percentages  * 

34, 

28.3#, 

34, 

28.396, 

23.  16, 

19.296, 13.396 

13 

10.895. 

Means  > 

0A=3-5. 
CDR=3. 3 , 

ENS=4.6 , 
CAPT=  3.1. 

LTJG=4. 0 , LT=3’8, 
radm=4.o 

LCDR=2. 9, 

Medians i 

0A=4, 

CDR=4, 

ENS=5 . 
CAPT=3 , 

LTJG=4 , LT=4, 

RADM=4 . 

LCDR=3 , 

10.  I believe  that  a mechanism  to  incorporate  peer 
ratings  into  the  Fitness  Report  System  would  be 
to  the  NOAA  Corps. 

group 

beneficia 

Responses 

SA=5 

A=4 

N=3  D=2 

DS=1 

N 

Percentages  * 

14, 

12.0#, 

38, 

32.596, 

23,  24, 

19.696.  20.396. 

18 

15.496 

Means i 

0A=3-0, 
CDR=2.6 , 

ENS=4.4, 
CAPT=2 . 9 . 

LTJG=3« 1 » LT=3-3, 
RADM=  3.0. 

LCDR=2 . 8 , 

Medians  > 

0A=3 , 
CDR=3 , 

ENS=5 , 
CAPT=3«  0 , 

LT JG=3* 5 , LT=3-5, 

R ADM=  3 • 

LCDR=3 
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11.  If  I were  to  weight  performance  measures  of  NOAA  Corps 
Fitness  Report  in  Section  8,  I would  give  the  heaviest 
weight  factor  to  the  following  performance  area(s). 

Leave  blank  if  you  consider  all  areas  of  equal  importance. 

Job  ability  and/or  job  accomplishment 
Job  accomplishment 
Job  ability 
Leadership 

No  indication  in  either  question 
11  or  13 
Judgment 
Initiative 
Human  Relations 
Loyalty 

Self-expression 
Officer  bearing 


12.  What  weight  should  EEO  performance  receive? 

See  Appendix  B.  The  majority  of  responses  tend  to 
indicate  that* 

a)  It  is  covered  in  other  categories 

b)  EEO  performance  is  difficult  to  grade 

c)  It  should  be  mentioned  in  the  narrative  comments 
if  either  positive  or  negative  EEO  activity  is 
noted. 


66  responses 
57  responses 
53  responses 
34  responses 

33  responses 
33  responses 
26  responses 
15  responses 
2 responses 
2 responses 
2 responses 


13.  Do  you  recommend  deletion  of  any  area  listed  in  Section 
8 as  being  either  too  subjective  in  nature  or  irrele- 
vant as  a performance  measure?  If  so,  which  one(s)? 


No  deletions 
Loyalty 

Officer  bearing 
Self  expression 

Human  relations 

Judgment 

Reliability 

Initiative 

Leadership 

Job  ability 


84  responses 
21  deletions 
7 deletions 
2 deletions 
1 redefine 
1 deletion 
1 deletion 
1 deletion 
1 deletion 


5 less  important 
5 less  important 
2 less  important 

2 less  important 
1 less  important 

1 less  important 

2 less  -important 
1 less  important 


14.  Have  you  ever  written  a rebuttal  to  what  you  consider  an 
unfair  fitness  report?  Mark  NA  if  you  have  never  re- 
ceived what  you  consider  an  unfair  report. 


NA 

73 

responses 

= 6l . 9% 

NO 

30 

responses 

= 25. 4# 

YES 

15 

responses 

= 12.7# 

15*  If  you  have  any  comments  regarding  our  Fitness  Report 
System  from  a rated  officers  viewpoint,  use  the  space 
provided  below. 

Ninety  one  responses  were  recorded  ranging  from  one  or 
two  sentences  to  three  pages  of  detailed  suggestions.  Par- 
ticularly detailed  suggestions  and  observations  were  found 
in  questionnaires  4,  12,  40,  64,  71,  81 , 91,  106,  111,  and 
120. 

Themes  noted  included  but  were  not  limited  to  (numbers 
in  parentheses  indicate  questionnaire  number) t 
A.  Criticisms 

1.  NEW  RATING  OFFICERS  ARE  TOLD  TO  BIAS  THE  RATINGS 
UPWARD  (87)  (Caps  added  by  compiler). 

2.  Lack  of  uniformity  between  graders.  (15,  19,  26, 
32,  34,  41,  53,  58,  64,  94,  103,  and  114) 

3.  Lack  of  objectivity  sometimes  exacerbated  by 
personality  clashes  and  failures  of  memory  (15, 
16,  22,  32,  38,  63,  and  64) 

4.  Lack  of  feedback  and  counselling  between  re- 
ports (3,  4,  40,  48,  53,  73,  98) 

5.  Fitness  Report  has  been  used  as  a threat,  form 
of  punishment,  or  incentive  creating  device  (6, 
30,  72,  73,  95) 

6.  Promotion  dictated  by  "warm  body"  availability 
as  opposed  to  merit  (7,  18,  60) 

7.  Advancement  on  lineal  list  is  more  a function 
of  exposure  than  talent  (36,  93) 

8.  Rated  officer  not  always  provided  copy  of  Fitness 
Report  (5,  28,  36,  45,  100) 

9.  Inadequate  rebuttal  system  (4,  20,  38,  47,  51, 

56,  81,  111,  116) 

10.  Unfit  and  unskilled  rating  officers  (4,  6,  40, 

106) 

11.  Strict  adherence  to  guidelines  will  hurt  rated 
officer  (9,65) 

12.  Ratings  by  civilian  (both  too  high  and  too  low) 
potentially  harmful  to  rated  officer  (10,  29,  39, 
53.  69,  71.  86,  93) 

13.  Although  reports  flag  potential  problems,  follow- 
up corrective  actions  insufficient  (6l) 
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14.  Marginal  officer  can  slide  by  with  little  or 
no  incentive  for  improvement  (98) 

15.  Some  reports  written  on  basis  of  little  obser- 
vation (one  response  indicates  having  received 
somewhat  "fictitious”  reports).  (2,  21,  34, 

72,  106) 

16.  Effective  evaluation  of  Fitness  Reports  lacking 
at  HQ  level  (70,  74,  75.  81,  87,  118,  120) 

17.  Must  occasionally  pursue  rating  officer  to  get 
report  (86) 

18.  In  most  commands  difficult  to  compare .officers 
of  equal  grade  and  length  of  service  as  most 
commands  have  few  officers  of  equal  grade  and 
length  of  service  (64,  107) 

19.  Physical  fitness  ignored  in  NOAA  Corps  (40) 

Suggestions  for  Improvement 

1.  Include  section  on  potential  (114) 

2.  Establish  section  for  recommended  action  by 
OPB  (64) 

3.  Add  overall  rating  of  officer  to  end  of 
Section  8 (12,  95) 

4.  Require  indication  of  whether  or  not  a confer- 
ence took  place  (111) 

5.  Give  rated  officer  copy  of  Fitness  Report  prior 
to  conference  (100) 

6.  Establish  MB0  system  throughout  NOAA  Corps  as 
each  assignment  is  different  (establish  specific 
attainable  goals  for  each  rating  period)  (109, 
120) 

?.  Draft  set  guidelines  for  minimum  development 

standards  for  each  job  (work  standards  approach) 

(34) 

8.  Modify  the  rating  scale  to  allow  greater  dif- 
ferentiation than  the  present  10,  8,  6,  4,  2. 
(11,  12) 

9.  Have  independent  appraisals  by  at  least  two 
individuals  higher  up  on  chain  of  command  (help 
eliminate  personal  bias  of  rater)  (21) 

10.  Attempt  to  have  more  correlation  between  out- 
standing Fitness  Reports  and  commendations, 
awards,  etc.  (33) 

11.  While  rating,  rank  qualifications  in  Section  8 
in  order  of  importance  as  the  rater  sees  them 
for  a given  job  (52,  72,  104) 

12.  Educate  or  police  raters  to  maintain  expected 
distribution  (58,  64,  81,  91,  110) 

13.  Use  as  long-term  substantiation  tool  to  trace 
trends  in  performance  as  opposed  to  yearly  ob- 
servation at  "Love-in"  (63) 


14.  Institute  a form  of  self-assessment  whereby- 
rated  officer  indicates  accomplishments,  awards, 
duties,  etc.  for  appraisal  period  (81,  96) 

15.  Require  a statement  concerning  an  officer's 
ability  to  operate  a ship,  fly,  or  dive.  (85) 

16.  Eliminate  loyalty.  Either  the  officer  is  loyal 
or  is  not.  (88)  Perhaps  add  "attitude"  in  lieu 
of  loyalty  (67) 

17.  Change  Section  8 column  headings  to  Outstanding, 

Above  Average,  Average,  Below  Average,  Poor;  or 
change  column  headings  to  numerical  values  1-5 
or  1-10.  (90,  95*  106) 

18.  Require  full  justification  for  any  extreme  marks. 
(106) 

19.  Weight  reports  by  grader's  average  mark.  (110, 
120) 

20.  Rate  officer  relative  to  job,  duties,  and 
performance.  (64) 

C.  Questions 

1.  How  are  reports  utilized  and  by  whom?  (12,  13, 
64,  78) 

2.  What  criteria  is  used  to  grant  advanced  lineal 
standing  (or  a drop  in  numbers)?  (20)  • 

3.  What  goes  on  at  the  annual  "Love-in?"  (36,  78) 


D.  PART  III  - RESULTS 

Forty- three  responses  were  recorded  for  Part  III.  These 
responses  were  categorized  (when  appropriate)  as  follows: 

20  responses  from  0-4  and  below;  and  23  responses  from  0-5 
and  above. 

1.  Based  on  the  100  point  total  in  Section  8,  what  is  the 
approximate  point  score  that  you  have  given  your  rated 
officers? 

Average  score  given  by  a rating  officer  is:  74.2. 
Average  score  given  by  0-4  and  below  is:  73-9* 

• Average  score  given  by  0-5  and  above  is:  74. 5. 

Distribution  of  average  grades  given  is : 


59  and  below 

2 

graders 

69-60 

4 

graders 

74-40 

11 

graders 

79-75 

12 

graders 

84-80 

10 

graders 

89-85 

3 

graders 

99 


What  approximate  percentage  of  officers  have  you  rated 
poor  in  any  category? 


Distribution* 


16  responses 
5 responses 
2 responses 
2 responses 
11  responses 
4 responses 
1 response 
1 response 


Under  Section  9,  Desirability,  what  approximate  percent- 
age of  officers  have  you  indicated  that  you 

a)  Prefer  Not  To  Have 

b)  Satisfied  to  Have 

c)  Pleased  to  Have 

d)  Prefer  to  Most 

e)  Particularly  Desire 

The  number  of  unique  distributions  reported  makes  it 
impossible  to  generalize  about  this  question.  It  is 
apparent  that  Section  9,  Desirability,  is  virtually 
useless  as  an  evaluative  tool  as  presently  utilized 
by  rating  officers. 


How  many  officers  have  you  recommended  for  advancement 
on  the  lineal  list? 


Distribution* 


0 recommendation  = 

1 recommendation  = 

2 recommendations  = 

3 recommendations  = 

4 recommendations  = 

5 recommendations  = 
1 response  indicated 


30  responses 

3 responses 

4 responses 
1 response 

1 response 

2 responses 
15* 


This  section  elicited  comments  such  as  it  is  not  in 
the  rating  officer's  domain,  but  instead  it  is  up  to 
the  Officer  Personnel  Board  to  act  on  outstanding 
report  (questionnaire  73),  "Never  occurred  to  me" 
(questionnaire  100)  and  "...but  I really  feel  I have 
had  excellent  officers"  for  a rater  who  has  recom- 
mended 50*  (about  5)  of  his  subordinates  for  ad- 
vanced standing  (questionnaire  110). 


Means « 


Median: 


0A=2.6,  0-4  and  below=2.7,  0-5  and  above=2-5 


0A=3»  0-4  and  below=3,  0-5  and  above=2 


7.  I feel  my  evaluation  are  characterized  by 

a.  an  ongoing  process  in  which  I actively  coach  subordin- 
ates and  comment  on  their  performance  throughout  the 
rating  period. 


Responses 


N 5, 

Percentages:  11. 


8. 

19.0$, 


m 


Means : 


0A=3*5»  0-4  and  below=3’4,  0-5  and  above=3*6 


Meanst 


Medians  t 


0A=3.8,  0-4  and  below=3.9*  0-5  and  above=3*7 


0A=4,  0-4  and  below=4 , 0-5  and  above=4 


If  you  have  any  further  comments  concerning  our  Fitness 
Report  System  from  a rating  officer's  viewpoint,  use 
the  space  provided  below. 

Responses  to  this  questions  are  included  in  the  com- 
pilation of  comments  in  Part  II,  question  15 . 


E.  DISCUSSION  OF  RESULTS 

The  most  remarkable  aspect  of  the  Fitness  Report  Question 
naire  results  is  the  uniformity  of  response  from  all  grades. 
Both  Ensign  and  Rear  Admiral  groupings  present  anomalous 
results  in  response  to  some  questions;  but,  as  mentioned 
earlier,  the  small  sample  sizes  associated  with  those  two 
groups  preclude  generalizations. 

Taken  as  a whole,  the  results  of  the  questionnaire  indi- 
cate that  the  NOAA  Fitness  Report  System  is  perceived  as  not 
accomplishing  all  that  it  could  or  all  that  it  should.  In 
addition,  in  many  instances  written  comments  suggest  dys- 
functional side  effects  of  the  Fitness  Report  System. 

Major  problems  witu  the  system  in  its  present  form  in- 
clude i 


[- 


i 


1.  Lack  of  effective  communication  between  rater  and 
ratee  as  to  what  behavior  the  ratee  is  being  graded 
on  (Part  II,  questions  3,  4,  6c  vs  73,  6e,  vs  73, 

15'  Part  III,  7a).  It  is  worthwhile  to  contrast  the 
responses  to  Part  II,  #3  and  Part  III,  #7a.  Although 
62#  of  raters  Agree  or  Strongly  Agree  that  they  ac- 
tively coach  or  comment  upon  subordinate  performance 
throughout  a rating  period,  only  22#  of  rated  officers 
Agree  or  Strongly  Agree  that  they  receive  on-going 
feedback  throughout  a rating  period. 

2.  A widespread  belief  that  adjustments  to  the  lineal 
list  (both  up  and  down)  are  not  being  implemented 
properly  (Part  II,  questions  6a,  6b,  6f,  7a,  7b, 

7f,  15?  Part  III  questions  2,  4,  5,  6). 

3.  A lack  of  uniformity  between  graders.  (Part  II, 
question  15;  Part  III,  questions  1 and  3) 

4.  Although  a few  years  back  NOAA  instituted  a program 
of  voluntary  career  counselors,  it  is  apparent  that 
career  guidance  and  development  within  the  NOAA  Corps 
are  perceived  as  being  deficient.  (Part  I.,  question  4) 

5.  An  inadequate  rebuttal  system. 

On  the  plus  side,  the  NOAA  Corps  Fitness  Report  form  is 
generally  well- liked  (although  worthwhile  suggestions  for 
modification  were  received)  as  is  the  NOAA  Corps  system 
(evaluation  by  a superior,  a conference,  and  then  review  by 
the  OPB) . A small  majority  of  responding  officers  (56#) 

Agree  or  Stongly  Agree  that  the  present  Fitness  Report  Sys- 
tem has  provided  NOAA  Headquarters  with  a true  measure  of 
their  abilities  and  worth  to  NOAA.  Conversely,  38#  indicated 
having  received  at  least  one  unfair  (in  their  opinion)  Fitness 
Report  during  their  career.  Although  lack  of  objectivity 
was  a major  theme  in  the  written  comments,  a majority  of 
raters,  78#,  (Part  III,  7b)  indicated  that  they  work  with 
other  top  members  of  their  command  in  providing  input  for 
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inclusion  on  subordinates'  Fitness  Reports.  This  practice 
can  only  tend  to  increase  objectivity  in  reporting. 

Looking  at  specific  questions,  the  majority  of  responses 
to  questions  6a  through  6f  Agree  or  Strongly  Agree  that  the 
NOAA  Corps  Fitness  Report  System  should  have  the  following 
objectives i 

71#  6a)  aid  in  annual  adjustment  of  the  lineal  list 
89#  6b)  aid  in  separating  personnel  who  aren't  performing 
94#  6c)  provide  feedback  to  aid  the  rated  officer  de- 
velop professional  skills 
79#  6d)  aid  in  assignment  process 

76#  6e)  aid  command  to  develop  personnel  and  obtain 
desired  performance 

93#  6f)  assist  in  evaluating  qualification  for  promotion 

Significantly,  questions  7a  thru  7f»  which  indicate 

the  NOAA  Corps  perception  of  how  well  the  above  objectives 

of  the  NOAA  Corps  System  are  being  implemented  register  the 

following  Agree  or  Strongly  Agree  response  rates j 

7a)  adjustment  of  lineal  list 
7b)  separating  non-performers 
7c)  feedback 
7d)  assignment 
7e)  develop  personnel 
7f)  evaluate  qualifications 

It  is  to  be  noted  that  the  average  percentage  of  officers 

who  responded  Strongly  Agree  to  questions  7a  thru  7f  is  only 


1.7#. 

A desire  for  a change  in  retention  policy  is  strongly 
suggested  by  an  83#  Agree  or  Strongly  Agree  response  rate  to 
Part  II,  question  8,  regarding  forced  separation  with  sever- 
ance pay  of  presently  tenured  marginally  or  poorly  performing 
0-4' s and  0-5' s. 
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Responses  to  Part  II , questions  9 and  10  f concerning  sub- 
ordinate rating  of  superiors  (57%  Agree  or  Strongly  Agree) 
and  peer  group  ratings  (bk%  Agree  or  Strongly  Agree)  indi- 
cate lukewarm  to  cool  acceptance  of  these  ideas.  As  a 
small  majority  concur  with  the  concept  of  subordinate  rating 
of  superiors,  a specific  suggestion  as  to  how  this  could  be 
handled  will  be  made  in  the  final  chapter. 

The  response  to  Part  II,  question  11  indicates  a desire 
to  be  graded  more  heavily  on  the  basis  of  the  potentially 
identifiable,  job-related  traits  of  Section  8,  NOAA  Form  56-6, 
as  opposed  to  the  more  nebulous  personal  traits  of  Section  8. 
Job  Accomplishment  and  Job  Ability  had  far  and  away  the 
highest  response  rate  regarding  which  performance  measures 
should  be  weighted  most  heavily.  Leadership,  Judgment,  and 
No  Indication  of  heavier  weighting  are  in  second  place,  while 
Initiative  is  in  third  place.  The  great  majority  (79%)  of 
responses  to  this  question  fall  within  the  first  five  items 
of  Section  8 which  the  writer  considers  to  be  more  related 
to  job  and  performance  than  the  remaining  traits  of  Section  8. 

Question  13  inquires  if  any  area  of  Section  8 is  too  sub- 
jective or  irrelevant  and,  as  such,  requires  deletion.  No 
Deletions  is  the  leader  with  four  times  more  responses  than 
second  place,  Loyalty.  Officer  Bearing  is  in  a distant 
third  place.  However,  Loyalty,  of  all  items  in  the  personal 
and  professional  traits,  appears  to  be  most  subject  to  abuse 
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by  a rater  or  to  be  dysfunctional  for  NOAA  as  a whole.  To 
paraphrase  Questionnaire  32,  disloyalty  and  independence  of 
thought  and  action  (high  initiative?  high  creativity?) 
may  sometimes  be  confused.  As  regards  loyalty,  where  does 
a subordinate's  loyalty  lie  if  his  immediate  superior  is 
guilty  of  shirking  his  duty,  incompetence,  or  even  worse? 

Does  loyalty  lie  with  that  superior  (who  writes  his  Fitness 
Report)  or  does  it  lie  with  NOAA  as  a whole? 

Question  12,  which  is  concerned  with  the  weighting  of 
EEO  ratings,  elicited  much  comment.  See  Appendix  B and 
Results  in  this  chapter.  As  mentioned  in  Chapter  IV 
the  investigator  recommends  that  NOAA  follow  the  philosophy 
of  the  United  States  Navy  (see  Appendix  A)  as  regards  grad- 
ing of  EEO  activity.  The  Navy,  as  opposed  to  grading  all 
officers  on  EEO  activity,  explicitly  states  that  only  those 
officers  in  a position  to  implement  the  tenets  of  EEO  or 
Affirmative  Action  Plains  should  be  graded  on  EEO  activity. 

Question  14  points  out  the  deficiency  of  our  present 
rebuttal  system.  Thirty-eight  percent  of  rated  officers  feel 
that  they  have  received  at  least  one  unfair  Fitness  Report. 
Only  33%  of  those  having  received  unfair  reports  have  writ- 
ten rebuttals.  To  quote  an  0-6  over  30  yeaLrs,  "A  rebuttal 
may  be  an  officer^  way  to  get  his  or  her  viewpoint  across, 
but  the  only  recourse  an  officer  really  has  is  to  leave  the 
service,  or  hope  for  a reappraisal  from  a different  rating 
officer”  (Questionnaire  116.)  If,  for  instance,  an  officer 
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is  marked  down  in  Loyalty  or  Human  Relations,  he  is  put  in 
an  untenable  position.  A rebuttal  proves  the  point i he  is 
an  argumentative , ill-tempered,  disloyal  bleeper.  No  re- 
buttal  implies  tacit  agreement  with  the  rating.  Clearly 
an  effective  system  must  be  instituted  to  resolve  discrepan- 
cies between  rater  and  rated. 

' 

Question  15,  requesting  comments  concerning  the  NOAA 
Corps  System,  generated  much  response.  The  six  most  numerous 
themes  weres 

1.  Lack  of  uniformity  between  graders  (12  responses) 

2.  Inadequate  rebuttal  system  (9  responses) 

3.  Civilian  raters  (8  responses) 

4.  Lack  of  objectivity  (7  responses) 

5-  Lack  of  feedback  and  counselling  (7  responses) 

6.  Effective  evaluation  of  Fitness  Reports  lacking  at 
HQ  level  (7  responses) 

The  most  frequent  suggestion  for  improvement  of  the  system 
was  to  educate  or  police  raters  to  maintain  the  expected 
distribution  (5  responses) . 

Response  to  Part  III,  questions  1 thru  5,  indicated  that, 
as  suspected,  Fitness  Report  grades  are  inflated,  raters  are 
not  grading  from  a common  base,  use  of  "Poor"  ratings  is 
minimal,  recommendations  for  advancement  on  the  lineal  list 
are  minimal,  and  recommendations  for  separation  or  a drop 
on  the  lineal  list  are  minimal.  Not  surprisingly,  in  light 
of  the  above  rater  response,  9%  Strongly  Agree  and  only  21^ 

Agree  that  mechanisms  for  advan  ement  on  the  lineal  list, 
separation,  and  setting  back  on  the  lineal  list  are  operating 
properly  (Part  III,  question  6).  It  appears  highly  unlikely 


that  any  meaningful  personnel  action  could  be  taken  on  the 


basis  of  the  NOAA  Corps  Fitness  Report  System  as  it  is 
presently  operating. 

As  mentioned  earlier  in  this  chapter,  Part  III,  question 
7a  indicates  that  62 % of  rating  officers  feel  that  their 
evaluations  entail  on-going  feedback  to  rated  officers  during 
a rating  period.  As  only  22?S  of  rated  officers  indicate  that 
they  have  received  on-going  feedback  during  a rating  period, 
a "communications  gap"  definitely  exists. 

The  fact  that  most  rating  officers  work  with  other  senior 
members  of  their  command  in  developing  Fitness  Reports  is 
an  encouraging  trend  (question  7b) . This  should  be  NOAA 
Corps  policy  as  additional  rater  input  can  help  eliminate 
personal  bias. 

As  a final  note,  a majority  (70$)  of  raters  Agree  or 
Strongly  Agree  that  some  form  of  training  in  personnel  eval- 
uation could  be  beneficial  to  them  in  better  evaluating 
subordinates  (Part  III,  question  8). 
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VII.  RECOMMENDATIONS  FOR  IMPROVEMENT  OF  THE 
NOAA  CORPS  FITNESS  REPORT  SYSTEM 

A.  INTRODUCTION 

As  with  any  system  involving  interaction  between  human 
beings,  there  is  always  room  for  improvement  within  any 
appraisal  system.  By  the  same  token,  no  appraisal  system 
yet  devised  has  totally  eliminated  problems  associated  with 
personality  conflicts,  inflationary  trends,  subjective  grad- 
ing, or  intentional  corruption  of  the  system.  Because  of  the 
great  importance  to  an  organization  of  personnel  evaluation 
and  development,  the  organization  should  periodically  review 
its  appraisal  system  with  the  objective  of  improving  that 
system. 

The  following  recommendations  are  offered  in  the  spirit 
of  building  on  and  improving  the  NOAA  Corps  appraisal  system. 
Specific  recommendations  will  be  concerned  withi 

1)  Modification  of  NOAA  Corps  philosophy  of  appraisal  to 

reflect  both  an  evaluative  mode  (past  performance  ori- 
ented) and  a developmental  mode  (future  performance 
oriented).  

2)  Modification  of  Fitness  Report  For  Commissioned  Officers 
(NOAA  Form  56-6)  and  Service  Report  (NOAA  Form  56-25). 

3)  Modification  of  existing  NOAA  Directives  and  Instructions 
concerned  with  the  NOAA  Corps  Fitness  Report  System, 
assignments,  promotion,  and  separation  from  the  NOAA  Corps. 

Suggested  means  of  implementing  the  above  recommendations  fol- 
low. 
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To  help  eliminate  this  lack  of  effective  communication 
and  strengthen  the  developmental  aspects  of  the  NOAA  Corps 
Fitness  Report  System,  the  writer  specifically  recommends 
that  the  NOAA  Corps  adopt  a flexible  policy  of  either  Man- 
agement-by-Qbjectives  or  Work  Standards,  as  applicable  to  a 
specific  job. 

MBO  is  specifically  designed  to  increase  communication 
between  individuals  throughout  an  organization  by  requiring 
that  superior  and  subordinate  confer  to  formulate  and  agree 
upon  specific  attainable  performance  objectives  for  the  sub- 
ordinate at  the  beginning  of  a rating  period.  At  the  end  of 
the  rating  period,  the  rater  evaluates  the  subordinate  on 
how  well  he  has  attained  the  agreed  upon  objectives.  MBO 
is  of  particular  value  to  organizations  within  a dynamic  en- 
vironment (rapidly  changing  technology  or  rapidly  changing 
organizational  structure),  or  for  evaluating  subordinates 
in  relatively  unstructured  assignments  such  as  laboratory 
assignments,  management  positions,  and  many  staff  positions. 

Work  Standards,  which  involve  superiors  dictating  ob- 
jectives to  subordinates,  would  be  effective  in  dealing  with 
officers  in  relatively  structured  assignments  or  for  improv- 
ing the  performance  of  officers  who  lack  sufficient  motiva- 
tion or  skills  to  function  properly  in  their  present  assign- 
ment. In  the  Work  Standards  approach  the  process  is  similar 
to  MBO  with  an  initial  discussion  between  rater  and  rated? 
but,  in  this  case  the  superior  tells  the  subordinate  what 
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management  approved  objectives  he  should  strive  for  during 
the  upcoming  appraisal  period.  At  the  end  of  the  rating 
period,  the  subordinate  is  rated  on  how  well  he  has  attained 
his  designated  objectives. 

It  is  to  be  noted  that  it  is  entirely  possible  to  set 
performance  objectives  with  both  MBO  and  Work  Standards  that 
correlate  with  the  attainment  of  long-term  and/or  short- 
term career  goals.  Even  if  this  is  not  possible,  the  con- 
ferences between  superior  and  subordinate  should  also  serve 
as  an  opportunity  for  the  superior  to  provide  career  counsel- 
ling and  to  discuss  the  overall  professional  development 
of  the  subordinate  officer. 

The  writer  adheres  to  the  belief  that  self-assessment 
used  in  conjunction  with  MBO  or  Work  Standards  is  one  of  the 
most  effective  evaluative  and  developmental  methods  for 
members  of  an  organization  such  as  the  NOAA  Corps.  NOAA 
Corps  officers  are  recruited  and  offered  commissions  on  the 
basis  of  already  demonstrated  academic  and/or  professional 
excellence.  To  attain  excellence,  the  demonstrated  high 
performer  is  continually  engaged  in  self-assessment  with  a 
view  toward  improvement  of  strengths  and  overcoming  of 
weaknesses.  In  addition,  no  other  individual  has  better 
knowledge  of  one's  accomplishments  and  career  landmarks  than 
the  rated  individual  himself.  As  such,  why  not  incorporate 
this  already  ongoing  process  into  the  Fitness  Report  System? 


It  is  noted  that  the  NOAA  Corps  Service  Report  (Fig.  12) 
already  incorporates  a large  measure  of  self-assessment  into 
its  format.  However,  this  form  is  primarily  utilized  by  the 
Officer  Assignment  Board  and  is  not  utilized  to  a high  degree 
by  the  Officer  Personnel  Board.  The  writer  suggests  that 

1 

the  Service  Report  be  incorporated  into  the  Fitness  Report 
System  and  with  minor  modifications  to  reflect  MBO  and  Work 
Standards,  as  well  as  self-assessment,  become  the  primary 
developmental  tool  of  the  NOAA  Corps  Fitness  Report  System. 

The  writer  is  not  suggesting  that  the  NOAA  Corps  dispense 
with  the  evaluative  function  of  the  NOAA  Corps  Fitness  Report 
System  and  recommends  retention,  with  modifications,  of  NOAA 
Form  56-6,  Fitness  Report  For  Commissioned  Officers,  as  the 
primary  evaluative  tool  of  the  NOAA  Corps  System. 

Administration  of  this  proposed  dual  system  will  be  dis- 
cussed in  the  section  of  this  chapter  dealing  with  modifica- 
tion of  NOAA  Directives  and  Instructions. 

k 

C.  MODIFICATION  OF  FITNESS  REPORT  FOR  COMMISSIONED  OFFICERS 

(NOAA  FORM  5 6-6)  AND  SERVICE  REPORT  (NOAA  FORM  56 -25) 

Recommendations  for  changes  to  Fitness  Report  for  Com- 
missioned Officers  followi 

’ 1.  Retention  of  Sections  1 thru  6 in  present  form. 

2.  Deletion  of  Section  7,  Duties,  as  it  is  redundant 
with  Section  5 of  Service  Report. 

3*  As  regards  Section  8,  General  Instructions! 


! 

! 
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a)  Change  title  of  Section  8,  General  Instructions 
to  Performance  Factors 

b)  Delete  statement,  "When  possible,  evaluate  the 
officer  in  comparison  with  other  NOAA  officers  of 
similar  grade  and  length  of  service."  As  pointed 
out  in  some  questionnaire  responses,  most  NOAA 
commands  have  few,  if  any,  officers  of  similar 
grade  and  length  of  service.  Replace  above  state- 
ment with,  "Evaluate  officer  with  respect  to  how 
well  he  met  objectives  and  performed  duties  asso- 
ciated with  present  assignment." 

c)  Replace  Section  8 performance  designators  of 
"Excellent,"  "Very  Good,"  and  "Satisfactory," 

with  "Exceeds  Job  Standards,"  "Meets  Job  Standards," 
and  "Below  Job  Standards."  Retain  ’^Outstanding" 
and  "Poor"  as  the  two  possible  extreme  grades. 
Adoption  of  these  terms  is  consistent  with  grading 
an  officer  relative  to  performance  of  duties  as 
opposed  to  comparison  with  officers  of  similar 
grade  and  length  of  service.  Skipping  ahead  a 
bit,  the  above  terminology  is  also  consistent  with 
grading  guidelines  that  will  be  proposed  in  this 
thesis  concerning  modification  of  directives  and 
instructions.  As  reported  in  Chapter  IV,  the 
remark  of  the  Coast  Guard  Commandant  concerning 
the  generally  high  level  of  overall  competence 
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and  performance  of  Coast  Guard  officers  is  also 
applicable  to  NOAA  Corps  officers.  As  such,  no 
logical  inconsistency  occurs  if  the  average  NOAA 
Corps  officer  "Exceeds  Job  Standards"  in  many  of 
the  performance  factors  of  Section  8. 

d)  Replace  system  requiring  marking  X in  box  of 
choice  on  the  graphic  rating  scale  (where  the  five 
choices  equate  to  10,  8,  6,  4,  2),  with  a require- 
ment to  write  in  a value  of  10  or  9 for  each "Out 
standing"  mark,  8 or  7 for  each  "Exceeds  Job 
Standards,"  6 or  5 for  each  "Meets  Job  Standards," 

4 or  3 for  each  "Below  Job  Standards,"  and  2 or  1 
for  each  "Poor." 

e)  Eliminate  statement  "For  Office  Use  Only"  and 
replace  with  "Total  Score"  at  the  bottom  of  the 
graphic  scale.  Require  the  rating  officer  to 
tabulate  and  record  the  total  score  in  this  block 
and  have  the  rated  officer  see  this  score  prior 
to  sending  the  Fitness  Report  to  the  reviewing 
officer.  Perhaps  the  reason  for  the  rating  officer 
not  tabulating  the  total  score  is  a throwback  to 
the  days  when  individual  rater  trends  and  average 
rater  scores  were  maintained  at  NOAA  Corps  Head- 
quarters. As  such,  each  Fitness  Report  was  ad- 
justed to  reflect  a rater's  handicap  or  "Master 
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Mark"  as  it  was  then  termed.  This  system  is  no 
longer  maintained  and  it  would  appear  that  there 
is  no  longer  any  justification  for  not  communicating 
a rated  officer' s total  score  to  him/her  during 
the  course  of  an  evaluation  discussion, 
f)  The  NOAA  Corps  Fitness  Report  Questionnaire  indi- 
cates a desire  to  weight  the  relative  score  of 
the  various  performance  factors  of  Section  8 more 
heavily  towards  Job  Accomplishment  and  Job  Ability 
and  less  heavily  towards  Loyalty  and  Officer  Bear- 
ing. As  opposed  to  instituting  a complicated 
formula  to  attain  this  end,  the  writer  recommends 
the  addition  of  a performance  factor  termed  Job 
Knowledge  and  the  combining  of  Loyalty  and  Officer 
Bearing  under  a general  heading  termed  Service 
Aptitude.  It  is  to  be  noted  that  the  present 
definition  of  Job  Ability  on  Form  56-6  is  in  fact 
a partial  definition  of  Job  Knowledge.  Thus, -the 
writer  proposes  the  following  definition  for 
Job  Knowledge* 

Observed  extent  of  professional  knowledge , 
rapidity  with  which  knowledge  is  acquired, 
new  concepts  are  grasped  and  broad  assign- 
ment areas  are  comprehended. 

Now  the  problem  becomes  one  of  defining  Job  Ability. 

To  paraphrase  an  element  of  the  October  1,  1975, 
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NOAA  Corps  Bulletin,  (see  Appendix  C),  which 
included  a major  policy  statement  concerning  the 
NOAA  Corps  Fitness  Report  System,  the  writer  pro- 
poses the  following  definition  of  Job  Abilityi 

Demonstrated  overall  performance  of  present 
assignment  considering  the  level  of  respon- 
sibility, the  type  of  duties  performed,  and 
the  magnitude  of  problems  encountered. 

Within  the  new  heading,  Service  Aptitude,  reit- 
erate the  definitions  of  Loyalty  and  Officer  Bear- 
ing (delete  "Service  Aptitude"  as  the  last  element 
of  Officer  Bearing)  and  grade  the  two  components 
of  Service  Aptitude  on  a five  point  basis  similar 
to  the  scoring  of  Writing  Skills  and  Oral  Skills 
under  Self-Expression. 

g)  It  was  suggested  on  Questionnaire  28  that  Self- 
Expression  be  "reconstructed."  The  present  defin- 
ition implies  use  of  correct  syntax  and  brevity 
of  message  to  be  the  objectives  of  NOAA  Corps  intra- 
organizational  communication.  The  writer  suggests 
that  the  free  flow  of  ideas  and  new  concepts  both 
down  and  up  the  chain  of  command  should  be  the 
primary  objective  of  NOAA  Corps  communications. 

As  such,  the  writer  recommends  deletion  of  the  per- 
formance factor  Self-Expression  and  addition  of 
the  factor  Communication.  The  following  definition 
is  proposed* 
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The  effectiveness,  accuracy,  and  completeness 
with  which  the  officer  expresses  facts  and 
ideas  to  subordinates,  peers,  and  superiors. 

The  ability  of  the  officer  to  listen  to  and 
accept  the  ideas  and  concepts  of  subordinates, 
peers,  and  superiors. 

h)  It  is  to  be  noted  that  the  riter  did  not  suggest 
the  use  of  a Behaviorally  Anchored  Rating  Scale 
or  a one  concept  per  item  Graphic  Rating  Scale. 
The  changes  suggested  to  Section  8 entail  minor 
modification  to  the  form  and  retain  the  present 
100  point  format  of  the  rating  scale.  As  such 
continuity  is  ensured  between  the  old  system  and 
the  proposed  new  system. 

4.  Delete  Section  9,  Desirability,  and  add  a section  on 
Recommended  Officer  Personnel  Board  Action.  Desir- 
ability, as  shown  by  the  response  to  the  NCAA  Corps 
Fitness  Report  Questionnaire , is  virtually  useless 
as  a rating  tool  because  of  the  many  unique  rater 
viewpoints  of  a proper  distribution  to  utilize.  The 
following  block  headings  are  proposed* 


a.  Advancement  on  lineal  list 

b.  Promotion  with  peers 

c . Loss  of  numbers  on  lineal  list 

d.  Separation 

Institution  of  such  a rating  block  will  allow  the 
Officer  Personnel  Board  (OPB)  to  know  immediately  the 
intent  of  a rater  as  regards  proposed  personnel 
action.  With  the  present  form,  the  OPB  must  attempt 
to  glean  the  true  intent  of  the  rater  thru  the  innuendos 


or  nuances  of  the  written  comments.  In  addition, 
the  rater  presently  has  only  the  options  of  "sep- 
aration from"  or  "retention  in"  designed  into  the  form. 
Clearly,  a Recommended  Action  section  is  required. 
Recommend  deletion  of  Sections  10  and  11,  Other 
Factors  and  General  Comments . In  place  of  these  very 
general  narrative  areas , the  writer  recommends  in- 
clusion of  areas  for  comment  directed  at  specific 
areas  such  as : 

a)  How  well  has  this  officer  met  his  objectives  for 
this  rating  period? 

b)  Comment  upon  the  strong  points  of  this  officer 
which  enhance  his  effectiveness.  Give  specific 
examples . 

c)  Comment  upon  any  weak  points  of  this  officer  which 
have  hindered  his  effectiveness.  Give  specific 
examples.  If  none  are  noted,  so  indicate. 

d)  Evaluate  this  officer’s  skill  with  respect  to 
seamanship,  airmanship,  and/or  diving  ability  as 
applicable.  If  not  observed,  so  indicate. 

e)  Comment  upon  the  magnitude  of  this  officer's 
input  to  your  command’s  operations. 

f)  Justify  all  Section  8 marks  of  "Outstanding," 

"Below  Job  Standards,"  or  "Poor"  by  providing 
specific  examples. 


g)  Have  this  officer*  s actions  adhered  to  the  tenets 
of  EEO  and  Affirmative  Action? 

YES  NO  NA.  If  no,  explain. 

h)  Comment  upon  any  other  significant  activities  of 
this  officer  such  as  Public  Affairs  Work,  inter- 
governmental relations,  efforts  at  self-improve- 
ment, etc.  If  nonconcurrence  with  self-assess- 
ment of  Form  56-25.  comment  on  specific  items. 

It  is  to  be  noted  that  the  majority  of  Comment  areas 
suggested  above  are  already  within  the  domain  of 
Other  Factors  and  General  Comments . By  requiring 
comments  on  each  specific  area  helps  to  insure  that 
each  officer  is  being  rated  from  a common  base.  Under 
the  present  system,  a rating  officer  may  not  consider 
all  important  (from  an  organizational  standpoint) 
aspects  of  a rated  officer's  behavior.  In  the  writer's 
experience,  many  times  raters  tend  to  blend  the  two 
areas  together  or  even  paraphrase  the  information 
contained  in  Other  Factors  while  writing  General 
Comments . 

Delete  Section  12.  In  modification  of  Directives 
and  Instructions  the  writer  recommends  inclusion 
of  a Reviewing  Officer  in  lieu  of  a Reporting  Officer. 

A Reviewing  Officer  signature  is  proof  that  a par- 
ticular Fitness  Report  has  been  sent  through  channels. 


7.  Retain  Section  13. 

8.  Delete  Section  14.  This  is  redundant  with  Service 


Report. 

9.  Under  Section  15 1 include  the  comment  "An  evaluative 
discussion  has  been  held"  (Yes,  No).  If  No,  explain. 
Change  the  term  "Reporting  Officer"  to  "Reviewing 
Officer." 


To  reiterate  the  major  points  contained  above,  the  major 
changes  suggested  for  NOAA  Form  56-6  arei 

a)  Change  the  criteria  for  rating  from  rating  in  relation 
to  comparison  with  peers  to  rating  in  relation  to 
performance  of  job  standards. 

b)  Make  the  graphic  scale  more  job  related  by  redefining 
Job  Ability,  inclusion  of  Job  Knowledge,  and  down 
grading  Loyalty  and  Officer  Bearing  to  components  of 
a Service  Aptitude  Factor. 

c)  Require  rater  to  total  and  record  total  score  on  form. 

d)  Delete  Desirability  and  add  a section  on  Recommended 
Officer  Personnel  Board  Action. 

e)  Delete  Other  Factors  and  General  Comments.  Add  require 
ment  for  comments  on  specific  behavioral  aspects  of 
officer. 

f)  Delete  Reporting  Officer.  Add  Reviewing  Officer. 

As  envisioned  in  this  report,  Fitness  Report  for  Com- 
missioned Officers  is  to  be  used  primarily  as  the  NOAA  Corps 
evaluative  tool  (past  performance  oriented).  Service  Report, 
already  a NOAA  Corps  developmental  tool,  will  play  an  expanded 
role  which  will  involve  both  use  by  the  Officer  Personnel  Board 
and  greatly  enhanced  interaction  between  the  rated  officer  and 
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his  immediate  superior  in  the  development  of  performance 
objectives,  career  goals,  and  potential  career  paths  for 
the  rated  officer. 

Redesign  of  Form  56-25  will  require  reorganizing  the  form 
such  that  elements  of  self-assessment  and  performance  ob- 
jectives are  located  on  the  front  page  while  elements  of 
career  development  and  career  counselling  are  located  on  the 
back  page.  The  front  side  will  be  used  primarily  by  the 
Officer  Personnel  Board  while  the  back  side  will  be  used 
primarily  by  the  Officer  Assignment  Board. 

Specific  recommendations  for  change  to  Form  56-25  (see 
Fig.  12)  follow. 

1)  In  title  block,  delete  word  "year"  and  insert  word 
"period."  Delete  December  31.  Elements  on  the 
front  page  should  be  completed  concurrently  with 
any  submission  of  NOAA  Form  56-6. 

2)  Retain  sections  1-4  in  present  format. 

3)  Add  a section  on  Objectives.  Proposed  wording  follows s 

"List  at  least  three  and  no  more  than  five 
attainable  performance  objectives  for  your  next 
rating  period.  These  objectives  were  arrived  at 
(with,  by)  my  superior." 

4)  After  Objectives  will  be  Assignments  and  Duties. 
Following  "...special  assignments"  in  the  instruc- 
tions following  Assignments  and  Duties,  insert 
"Include  time  spent  in  major  collateral  duties  and 
time  spent  in  training." 
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5)  After  Assignments  and  Duties,  put  Accomplishments 
During  or  Outside  Regular  Professional  Duties 
(presently  Section  9) • Change  instructions  of  this 
section  to  "Magnitude  of  input  to  command's  opera- 
tions, training,  education,..." 

6)  At  bottom  of  front  page  put  "Supervisor  (concurs, 
does  not  concur)  with  officer  self-assessment.  If 
nonconcurrence , explain  specific  differences  in 
Comments  section  of  Form  56-6." 

7)  At  the  top  of  the  back  page  place  statement,  "Com- 
pletion of  these  blocks  required  only  for  June  30 
and  December  31  submission  of  reports." 

8)  Following  the  above  statement,  place  Duty  (Cumula- 
tive) . 

9)  Below  Duty,  place  Next  Assignment  Preferences. 

10)  At  this  point,  insert  Proposed  Career  Path  below 
Next  Assignment  Preferences.  Instructions  for  this 
new  heading  follow. 

"Using  your  first  assignment  preference  above 
as  the  initial  step,  indicate  your  preferred 
career  path  for  your  next  three  assignments." 

11)  Below  Proposed  Career  Path,  place  the  statement, 
"Supervisor  (concurs,  does  not  concur)  with  proposed 
career  path.  If  nonconcurrence,  explain." 

12)  Below  the  above  statement,  place  "Do  you  wish  gradu- 
ate or  specialized  training." 
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13)  Below  the  block  requesting  graduate  or  specialized 
training,  place  supervisor  recommendation  of  same 
similar  to  Block  14  of  Form  56-6.  "Supervisor  rec- 
ommends full-time  graduate  training  at  this  time. 

(Yes,  No,  No  Opinion)." 

14)  Retain  Constructive  Suggestions . . . as  last  block  of 
Form  56-25. 

The  changes  recommended  for  Form  56-25  are  related  to 
the  redesign  of  the  form  for  easier  use  and  the  inclusion 
of  specific  items  designed  to  generate  greater  interaction 
between  subordinates  and  superiors  in  the  realm  of  perform- 
ance, short-term  career  objectives,  and  long-term  career 
plans.  The  major  points  recommended  are* 

a)  Establishment  of  a section  for  agreed  upon  or 
assigned  performance  objectives. 

b)  Use  of  a measure  of  self-assessment  which  is  to 
be  utilized  as  part  of  the  Fitness  Report  System. 

c)  Concurrence  or  non-concurrence  with  self-assess- 
ment by  supervisor  (ensures  veracity  of  self-assess- 
ment) . 

d)  Redesign  of  form  to  reflect  self-assessment  and  per- 
formance objectives  on  front  page,  while  career  de- 
velopment and  counselling  aspects  are  on  the  back 
page. 

e)  Inclusion  of  a Proposed  Career  Path  section  which  is 
designed  to  generate  thought  and  discussion  between 
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superior  and  subordinate  as  regards  a logical  career 
progression  for  the  individual  officer.  This  section 
could  also  help  the  Officer  Assignment  Board  make 
better  match-ups  between  individual  and  service  needs 
if  the  individual's  desired  career  path  is  known. 

D.  MODIFICATION  OF  NOAA  DIRECTIVES  AND  INSTRUCTIONS 

NOAA  Directives  and  Instructions  concerned  with  the  NOAA 
Corps  Fitness  Report  System,  assignment,  promotion,  and  sep- 
aration are  found  in  Chapter  56,  NOAA  Corps  Regulations,  and 
on  NOAA  Forms  56-6  and  56-25.  Specific  regulations  affecting 
or  touching  upon  the  above  items  arei 

NDM  56-6  - Commissioned  Off icers-Fitness  Reports  for 
Commissioned  Officers  1/14/72. 

NDM  56-40-  Commissioned  Officers  - General  8/13/71. 

NDM  56-44-  Commissioned  Officers  - Authority  and  Prece- 
dence 7/27/76 . 

NDM  56-45-  Commissioned  Officers  - Assignments  8/8/77. 

NDM  56-46-  Commissioned  Officers  - Promotion  12/30/77. 

NDM  56-47-  Commissioned  Officers  - Nondisability  Re- 
tirement 10/21/75* 

NDM  56-59  Commissioned  Officers  - Involuntary  Nondis- 
ability Discharge  7/28/76. 

As  mentioned  in  Chapter  V , the  tear  sheet  attached  to  NOAA 
Form  56-6  has  several  instructions  printed  on  the  tear  sheet 
(see  Appendix  D for  affected  regulations). 

It  is  not  the  intent  of  the  Writer  to  rewrite  the  above 
regulations  and  instructions.  The  recommendations  to  follow 
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are  presented  as  philosophical  guidelines  for  the  appropri- 
ate NOAA  legal  office  to  follow  if  the  revision  of  any  reg- 
ulation presently  in  effect  is  deemed  desirable. 

Changes  to  Instructions  for  Form  56-6  tear  sheet  follow. 
Only  major  items  will  be  addressed  (see  Appendix  D). 

1 . Rewrite  contents  of  Item  8 to  reflect 

a)  Grade  values  of  10  or  9 for  "Outstanding,"  8 or 
7 for  "Exceeds  Job  Standards,"  6 or  5 for  "Meets 
Job  Standards,"  4 or  3 for  "Below  Job  Standards" 
and  2 or  1 for  "Poor." 

b)  Delete  the  required  distribution  of  grades  for 
all  NOAA  officers  (it  is  to  be  noted  that  this 
distribution  of  all  officers  is  inconsistent  with 
the  requirement  on  the  form  to  rate  an  officer  in 
comparison  to  others  of  equal  grade  and  length  of 
service) . 

c)  Addition  of  a section  giving  total  score  guide- 
lines such  as  "It  is  recognized  that  the  average 
NOAA  Corps  officer  will  exceed  the  requirements  of 
his  job  in  many  of  the  performance  factors.  As 
such,  the  following  total  score  guidelines  are  to 
be  followed* 

83  and  above  indicates  an  officer  who  has  po- 
tential for  accelerated  promotion;  68-82  indi- 
cates an  officer  who  is  ready  for  promotion 
with  peers;  60-68  indicates  an  officer  who, 
although  functioning  adequately  in  present 
assignment,  requires  additional  work  to 
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develop  himself  for  promotion  and  addition- 
al responsibility s 59  and  below  is  indica- 
tive of  an  officer  who  is  " just  getting  by" 
or  possesses  professional  or  personal  de- 
ficiencies that  could  lead  to  separation." 

Under  Section  15(b),  delete  term  "Reporting  Officer" 
and  add  "Reviewing  Officer."  The  duties  of  a re- 
viewing officer  will  follow  in  the  discussion  of 
NDM  56-6. 

Under  Retention  of  Copies,  add  the  statement 

"A  copy  of  the  completed  fitness  report  will 
be  provided  to  the  rated  officer  for  his  reten- 
tion at  least  one  day  prior  to  the  evaluation 
discussion. " 

It  is  to  be  recognized  that  if  modifications  to  the 
form  are  followed  as  previously  recommended , Items  1 thru 
15  will  have  to  be  modified  in  toto  to  reflect  the  new 
format. 

Recommended  changes  to  NOAA  Corps  Regulations  will  be 
discussed  by  appropriate  Directive  Number. 

1.  NDM  56-6  Fitness  Reports  for  Commissioned  Officers 

a)  Revise  "1.  Purpose,"  to  include  "...preparation 

and  submission  of  Fitness  Reports  for  Com- 
missioned Officers,  NOAA  Form  56-6,  and 
Service  Report,  NOAA  Form  56-25-" 

b)  Revise  2d  to  reflect  the  uses  of  the  appraisal 

system.  Recommended  format  follows* 

"As  the  primary  purposes  of  the  NOAA  Corps 
appraisal  system  are  to  provide  performance 
and  career  counselling  to  individual  officers, 
stimulate  communication  between  superiors 
and  subordinates,  and  provide  a comprehensive 
evaluation  of  past  performance  as  the  basis 
for  selecting  officers  for  assignment,  promotion 
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and  separation,  it  is  mandatory  that  the 
utmost  care  be  exercised  in  completing  both 
NOAA  Form  56-6  and  NOAA  Form  56-2 5*  When  a 
complete. . . " 

c)  Provide  the  following  introduction  to  "3» 
Procedures . " 

"The  NOAA  Corps  adheres  to  the  principles  of 
Management- by-Ob jectives  (MBO)  and  utilizes 
a dual  purpose  appraisal  system  to  aid  in 
the  implementation  of  the  MBO  system.  This 
dual  purpose  appraisal  system  is  designed 
to  attend  to  the  developmental  needs  of  the 
individual  officer  and  to  attend  to  the 
evaluative  needs  of  the  individual  officer 
and  the  NOAA  Corps  as  a whole.  The  primary 
developmental  tool  of  the  NOAA  Corps  appraisal 
system  is  Service  Report,  NOAA  Form  56-25. 

The  primary  evaluative  tool  of  the  NOAA  Corps 
is  Fitness  Report  for  Commissioned  Officers, 
NOAA  Form  56-6.  Administration  of  the  NOAA 
Corps  System  Follows. 

1.  Within  two  weeks  following  the  beginning 
of  an  appraisal  period,  the  supervisor 
and  subordinate  officer  are  to  confer 
concerning  the  establishment  of  attain- 
able performance  objectives  for  the  new 
appraisal  period.  These  objectives  will 
be  arrived  at  by  mutual  agreement  be- 
tween the  supervisor  and  subordinate 
in  the  case  of  officers  in  relatively  un- 
structured assignments.  In  the  case  of 
officers  in  structured  assignments,  the 
supervisor  will  inform  the  subordinate 
of  what  objectives  are  to  be  attained 
during  the  next  reporting  period  (Work 
Standards).  In  all  cases,  officers  who 
are  performing  marginally  in  relation  to 
job  standards  will  be  assigned  ob- 
jectives by  the  supervisor. 

These  objectives  are  to  be  written  on 
Form  56-25  and  used  for  reference  midway 
through  the  rating  period  and  at  the  end 
of  the  appraisal  period. 


2.  Midway  through  the  appraisal  period, 
supervisor  and  subordinate  are  to  con- 
fer on  the  status  of  attainment  of  ob- 
jectives and  the,  overall  performance 
of  the  subordinate.  The  next  assign- 
ment preference  and  proposed  career 
path  of  the  subordinate  will  also  be 
discussed  at  this  conference. 

3*  One  month  prior  to  the  end  of  an  ap- 
1 praisal  period,  rated  officer  will  pro- 

vide rating  officer  with  completed 
Service  Report,  Form  56-2 5.  Page  one 
will  be  completed  for  all  rating  periods. 
Page  two  will  be  completed  for  all 
June  30  and  December  31  submissions  of 
NOAA  Form  56-25- 

4.  Based  on  personal  observation  of  rated 
officer  and  reference  to  "Accomplish- 
ments" as  enumerated  on  Form  56-25.  the 
rating  officer  will  complete  Form  56-6 
and  provide  the  rated  officer  with  a 
copy  of  this  completed  form  at  least 
one  day  prior  to  a discussion  of  Forms  56-6 
and  56-25.  Where  at  all  practicable, 
the  rating  officer  will  consult  with 
other  top  members  of  a command  in 
arriving  at  the  final  evaluation  on 
Form  56-6 . 

5*  A conference  will  be  held  between  the 
rated  officer  and  his/her  supervisor 
prior  to  forwarding  Forms  56-6  and  56- 25 
on  to  the  Reviewing  Officer.  This  con- 
ference will  focus  on  the  performance 
of  the  officer  during  the  just  completed 
appraisal  period  and  will  also  serve 
as  a vehicle  for  discussing  the  subor- 
dinate's next  assignment  preferences 
and  proposed  career  path  as  found  on 
Form  56-25. 

d)  Modify  3a  to  reflect  the  institution  of  a re- 
viewing officer  within  the  appraisal  system. 
Recommended  format  follows. 

"...it  will  then  be  referred  to  a reviewing 
officer,  who  in  most  cases  will  be  the  next 
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supervisory  level  above  the  rating  officer. 

In  cases  involving  more  or  less  independent 
activities,  it  shall  be  the  responsibility 
of  NCI  to  designate  a reviewing  officer  for 
that  activity.  The  responsibility  of  the 
reviewing  officer  is  to  assure  that  total 
score  guidelines  are  being  adhered  to  by 
rating  officers  under  his/her  jurisdiction 
and  that  "Outstanding,"  "Below  Job  Standards," 
and  "Poor"  marks  are  adequately  documented. 

As  in  most  cases  the  reviewing  officer  will 
also  be  evaluating  the  rating  officers  re- 
porting to  him/her,  the  reviewing  officer 
will  use  each  rating  officer's  reports  as-  a 
measure  of  that  officer’s  judgment,  communi- 
cation skills,  leadership,  and  human  relations. 

e)  Modify  Jb  to  reflect  that  a copy  of  an  officer's 
Fitness  Report  (Form  56-6)  should  be  given  to 
him/her  for  retention  in  his/her  own  records 

at  least  one  day  prior  to  the  end-of-appraisal- 
period  discussion. 

f)  Sections  3c  and  3d  are  concerned  with  the  re- 
buttal process.  As  written,  they  adequately 
define  the  rebuttal  process.  However,  it  is 
apparent  from  responses  to  the  Fitness  Report 
Questionnaire  that  a rebuttal  is  perceived  in 
one  of  two  ways*  a)  having  no  effect  with  the 
Officer  Personnel  Board:  or  b)  further  incrim- 
inating to  the  officer  writing  the  rebuttal.  If 
properly  used,  the  recommended  use  of  self-assess- 
ment on  Form  56-25,  could  help  alleviate  this 
problem.  If  the  use  of  Form  56-25  as  envisioned 
by  the  writer  is  not  adopted,  (which  would  a’ low 
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the  rated  officer  to  present  his  viewpoint  as 
standard  procedure)  it  is  recommended  that  NOAA 
Corps  Headquarters  study  the  rebuttal  problem 
further  and  issue  a major  policy  statement  in  the 
near  future  expanding  on  the  1 October  1974  NOAA 
Corps  Bulletin  article  concerning  grievance  and 
rebuttal  procedures  (Appendix  C). 
g)  As  subordinate  rating  of  superiors  received 

slightly  more  than  5°  percent  agreement  or  strong 
agreement  on  the  NOAA  Corps  Fitness  Report  Ques- 
tionnaire, it  is  recommended  that  a statement  to 
the  following  effect  be  included  in  NDM  56-6. 

"Although  not  mandatory,  it  is  recommended  that 
NOAA  Corps  commanding  officers  actively  seek 
the  opinion  of  their  subordinates  as  regards 
their  leadership  style,  communication  skills, 
and  efforts  to  develop  subordinate  profes- 
sional potential.  Because  of  the  hierarchical 
structure  of  the  NOAA  Corps,  it  is  probable 
that  valid  information  will  be  forthcoming  only 
if  each  commanding  officer  requests  this  in- 
formation on  an  anonymous  basis  from  his  sub- 
ordinates. It  is  hoped  that  such  a voluntary 
program  will  enhance  the  overall  effectiveness 
of  each  commanding  officer." 

2.  NDM  56-44,  As  regards  Section  lg(l) . Modify  present 
Officer  Personnel  Board  policy  as  follows. 

Review  all  Fitness  Reports  and  Service  Reports 
(NOAA  Forms  56-6  and  56-25)  on  a yearly  basis.  This 
annual  review  will  employ  management- by- exception 
and  flag  only  poor  performers  for  action  by  the 
Officer  Personnel  Board.  To  accomplish  this  requires 
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Officer  Personnel  Board  block  and  an  inspection  of 
the  total  score.  If  no  recommendations  for  either 
separation  or  drops  in  lineal  number  are  recorded, 
and  if  all  point  scores  are  over  6 0,  the  OPB  is 
finished  for  that  year. 

Every  two  years  inspect  all  Fitness  Reports  and 
Service  Reports  of  0-2' s and  0-1' s in  depth.  Ad- 
just lineal  list  and  separate  poor  performers  in 
these  grades  on  a two  year  basis. 

Every  four  years  the  OPB  should  study  the  Fit- 
ness Reports  and  Service  Reports  of  all  officers 
(every  second  bi-annual  review  of  0-2' s and  0-1 's 
to  be  held  concurrently  with  the  four  year  review 
of  0-3' s and  above).  At  this  review  the  OPB  will 
look  only  at  records  of  the  past  four  years . In- 
formation over  four  years  old  (both  complimentary 
and  detrimental  to  the  rated  officer)  is  of  little 
value  in  determining  an  officer's  present  potential 
for  advanced  lineal  standing  or,  conversely,  for 
adverse  action. 

The  above  proposed  OPB  review  schedule  has  nu- 
merous advantages  if  used  in  conjunction  with  the 
recommended  changes  to  forms  and  procedures.  These 
include*  1)  increased  validity  of  Officer  Personnel 
Board  decisions  as  decisions  will  be  based  on  at 


least  four  appraisals  by  in  most  cases  two  or  more 
appraisers!  2)  a reduction  of  time  spent  by  OPB 
in  adjusting  lineal  list  and  separating  non- 
performers ; 3)  recent  sustained  high  or  low  perform- 
ance will  be  the  basis  for  personnel  action;  and 
4)  by  starting  review  cycle  over  every  four  years 
will  provide  incentive  for  improvement  to  low  or 
medium  performers  as  the  beginning  of  each  four  year 
cycle  essentially  wipes  the  slate  clean.  In  addition, 
by  establishing  both  point  guidelines  for  raters  to 
follow  and  a block  for  Recommended  Officer  Personnel 
Board  Action,  the  identification  of  rating  officers 
who  have  abused  the  system  (numerous  recommendations 
given  for  advanced  lineal  standing  or  numerous  point 
scores  over  82  given  during  a four  year  period) 
should  be  relatively  easy. 

3)  NDM  56-45.  As  regards  4d(3)  add  the  statement 

following  " . . .ATTN ; NCI . " 

'It  is  of  the  utmost  importance  that  the  super- 
visor review  and  discuss  both  the  assignment 
preferences  and  proposed  career  path  with  the 
submitting  officer." 

4)  NDM  56-47.  The  NOAA  Corps  Fitness  Report  Question- 
naire indicated  an  83#  agreement  or  strong  agreement 
with  the  concept  of  separating  poor  or  marginal  per- 
formers in  the  grades  of  0-4  and  0-5  with  severance 
pay.  Present  regulations  dictate  under  56-47-3b 
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and  3c  that  an  officer  fitting  the  above  description 

1 

be  involuntarily  retired.  Because  of  accelerated 
promotion  in  the  NOAA  Corps  as  opposed  to  other 
services,  the  writer  recommends  that  the  NOAA  Corps 
adopt  a system  whereby  0-V s and  0-5' s falling  into 
j the  category  of  officers  presently  involuntarily 

retired  under  56-47-3c,  in  the  "Best  Interest  of  the 
Service,"  with  the  exception  of  those  being  released 
by  reason  of  program  contraction  or  NOAA  Corps  numbers 
limitations,  be  separated  with  severance  pay.  This 
is  not  to  be  regarded  as  an  erosion  of  benefits,  but 
instead  a measure  to  protect  both  the  interests  of 
the  United  States  Government  and  assure  that  the 
NOAA  Corps  maintain  its  vitality  as  a professional 
organization. 

Changing  present  policy  will  not  affect  the  vast 
majority  of  NOAA  Corps  officers  who  are  imbued  with 
high  professional  standards.  However,  it  will  put 
additional  teeth  into  the  Fitness  Report  System  and 
make  it  less  palatable  for  the  shirkers  and  sluggards 
to  actively  pursue  their  natural  inclinations. 

5)  NDM-56-59.  To  be  consistent  with  the  recommendation 

above,  include  the  grades  of  lieutenant  commander  and 
commander  among  those  grades  under  lc(l)  and  (2),  which 
can  be  separated  with  severance  pay. 
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As  regards  lump-sum  payment  of  severance  pay 
under  56-59-4,  the  writer  recommends  establishing 
a payment  ceiling  of  $15,000  in  lieu  of  "not  to  ex- 
ceed a total  of  two  years'  basic  pay."  This  would 
bring  us  into  line  with  the  other  services. 

The  major  recommendations  for  change  to  NOAA  Directives 
and  Instructions  as  listed  above  includes 

1)  The  adoption  of  MBO  as  NOAA  Corps  policy. 

2)  Dispensing  with  the  performance  distribution  in- 
cluded in  Instructions  of  Form  56-6 , and  adopt 
total  score  guidelines. 

3)  Establishment  of  a timetable  for  administration 
of  the  proposed  system. 

4)  Designation  of  reviewing  officers  to  maintain  the 
integrity  of  the  system. 

5)  Establishment  of  four  year  OPB  review  cycles  for 
0-3  and  above  and  two  year  review  cycles  for  0-2 
and  0-1. 

6)  Requiring  an  expansion  of  the  role  played  by  the 
supervisor  in  the  formulation  of  career  goals  and 
plans  for  subordinate  officers. 

7)  Putting  more  teeth  into  the  present  Fitness  Report 
System  by  adopting  a policy  of  separation  with  sev- 
erance pay  (in  lieu  of  involuntary  retirement)  for 
poor  performers  in  the  grades  of  0-4  and  0-5 . 


j 
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E.  SUMMARY 

The  preceding  recommendations  for  improvement  of  the  NOAA 
Corps  Fitness  Report  System  have  been  formulated  after  care- 
ful consideration  of  industry  appraisal  practice,  present 
uniformed  services  appraisal  practice,  and  the  collective 
response  to  the  NOAA  Corps  Fitness  Report  System  Questionnaire. 
The  recommendations  are  designed  to  enable  the  NOAA  Corps 
Command  to  implement  better  present  personnel  policy.  These 
recommendations  are  primarily  concerned  with  improvement  of 
communication  between  supervisor  and  subordinate  and  the  im- 
provement of  internal  controls  of  the  NOAA  Corps  Fitness  Re- 
port System  to  assure  that  it  remains  a viable  legally  de- 
fensible appraisal  system. 

Communication  between  subordinate  and  superior  could  be 
enhanced  if  the  NOAA  Corps  adopts  Management-by-Objectives 
and/or  Work  Standards  as  applicable  in  a given  situation.  The 
use  of  self-assessment,  as  outlined  in  this  thesis,  could  im- 
prove both  superior  - subordinate  communication  and  allow  a 
subordinate  to  communicate  his/her  view  of  his/her  accom- 
plishments to  the  Officer  Personnel  Board.  This  last  feature 
could  be  both  an  overall  morale  improver  and  a means  of  elim- 
inating the  need  for  a rebuttal  system  in  all  but  extreme 
cases.  The  requirement  for  three  performance  and/or  career 
counselling  discussions  during  an  appraisal  period  will  as- 
sure that  a subordinate  receives  adequate  feedback  during  an 
appraisal  period  and  not  be  the  recipient  of  any  unpleasant 
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surprises  at  the  end  of  the  appraisal  period. 

Controls  suggested  to  assure  that  the  integrity  of  the 
NOAA  Corps  Fitness  Report  System  is  maintained  include i 

1. 

2 
I 

5 i 3- 

Ur. 

5- 

6. 

7. 

8. 

Recommendations  for  changes  to  affected  forms  and  reg- 
ulations are  designed  to  help  implement  the  communication 
and  control  measures  described  above. 

If  the  system  described  in  this  thesis  is  adopted,  it 
will  require  the  full  support  of  the  NOAA  Corps  Command  to 
implement  properly.  With  careful  monitoring  of  the  system 
by  reviewing  officers  and  constructive  feedback  as  regards 
the  operation  of  the  system  from  the  NOAA  Corps  Command, 
such  an  appraisal  system  could  lead  to  a better  prepared, 
better  informed,  and  more  professional  NOAA  Corps. 

II 


Total  score  guidelines 

A requirement  to  recommend  specific  action  by  the 
Officer  Personnel  Board. 

Written  justification  of  all  extreme  marks  recorded 
on  the  Graphic  Rating  Scale. 

As  opposed  to  present  "shotgun”  approach  to  written 
comments,  a requirement  to  comment  on  specific  be- 
havioral aspects  of  subordinate. 

Superior  agreement  or  disagreement  with  subordinate 
self-appraisal  to  be  noted. 

A reviewing  officer  whose  duties  include  monitoring 
of  rater  adherence  to  total  score  guidelines  and  assur- 
ing that  rater  maintains  impartial  attitude. 

Revision  of  timetable  for  indepth  Officer  Personnel 
Board  review  of  appraisal  records. 

A strengthened  separation  policy  for  nonperforming 
0-4' s and  0-5’ s. 
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(2)  The  soundness  and  effect  ivenv*»  of  his/her  work  method*.  Consider  only  significant 
factor*  relatoJ  to  how  he/she  accompl » she*  his/her  job.  examples:  planning,  organizing,  dele- 
gating, decision  making,  working  with  others,  etc. 

(3)  Significant  personal  qualities  which  have  a bearing  on  his/her  professional  performance. 

(4)  Effectiveness  in  expressing  himself/herself  clearly,  forcefully,  and  convincingly, 
both  orally  and  in  writing. 

(5)  Ability  to  perfora  effectively  in  a higher  level  position.  Consider  past  professional 
performance,  demonstrated  executive  and  general  management  skills,  knowledge  of  his/her  profession 
and  the  environmental  factors  affecting  performance  in  a higher  level  position,  and  his/her  under' 
standing  of  the  role  of  the  Navy. 

(6)  Capacity  to  continue  professional  development  and  to  continue  growing  in  his/her 
ability  to  assume  increasingly  responsible,  difficult  and  important  assignments,  (s  he/ she  con* 
tinuing  to  expand  his/her  professional  abilities,  or  is  he/she  showing  signs  of  leveling  off? 

(7)  Any  subspecial  ties  in  which  he/she  is  qualified.  Indicate  degree  of  confidence 
regarding  opinions  expressed  by  the  officer  in  the  arec  of  his/her  subspecialty . 

i.  Comments  should  be  made  upon  economy  displayed  by  the  effective  use  of  manpower  and 
material.  The  Secretary  of  the  Navy  has  directed  that  reporting  seniors  comment  favorably  or 
adversely,  when  appropriate,  regarding  the  efforts  of  the  subordinates  m reducing  paperwork. 

j.  The  retention,  reenlistment  and,  for  inactive  Reserve  officers,  recruitment  of  quality 
personnel  are  vital  factors  in  the  continued  high  level  of  performance  of  our  Navy  and,  accordingly, 
should  be  a matter  of  major  concern  to  each  and  every  officer.  Reporting  seniors  should  comment, 
when  applicable,  regarding  an  officer's  efforts  and  effectiveness  in  this  most  important  area. 

k.  When  applicable,  specific  comment  should  be  made  on  the  officer's  attention  to,  and  use 
o/,  good  material  maintenance  procedures  and  engineering  practices. 

l.  Provide  as  complete  and  comprehensive  an  evaluation  as  feasible  for  Naval  Reserve  officers 
performing  active  duty  for  training.  Active  Juty  for  training  represents  the  only  real  opportunity 
for  the  reserve  officer  to  be  observed  and  evaluated  as  an  integral  part  of  the  regular  component 
When  specific  tasks  are  assigned,  an  adequate  evaluation  can  be  made.  When  no  specific  Casks  are 
assigned,  for  instance  at  seminars,  conferences,  or  schools,  comments  should  be  made  regarding  such 
factors  as  military  bearing  and  courtesy,  degree  of  participation,  and  interest  displayed 
Singular  comments  such  as  "period  too  short  to  permit  evaluation",  "not  observed",  or  "no  duty 
performed  student"  must  be  avoided. 

m.  Officers  possessing  graduate  education  who  share  their  knowledge  are  performing  a valuable 
service  to  the  Navy.  Those  officers  who  are  successful  in  multiplying  the  benefits  of  their  educa- 
tion in  this  manner  should  be  recognized  by  appropriate  entries  in  their  fitness  reports. 

n.  Comments  must  be  made  on  officers  who  do  not  meet  the  prescribed  weight  standards. 

Officers  who  fail  to  comply  with  Navy  weight  standards  are  not  fullfilling  their  roles  as  Naval  (R 

leaders.  Excess  body  weight  is  a serious  detriment  to  health,  longevity,  stamina  and  military 
appearance.  Overweight  conditions  often  place  constraints  on  an  officer's  assignability. 

Reporting  Seniors  must  accurately  report  these  adverse  physical  conditions  on  their  officers. 
Accordingly,  officers  who  are  in  excess  of  weight  standards  will  be  graded  UNSAT 1 Si- ALTON Y in 
‘'Military  Bearing"  if  they  are  not  achieving  satisfactory  progress  toward  meeting  established 
standards.  Because  an  overweight  condition  can  have  a wide  range  negative  effect  m such 

a key  area  as  leadership,  as  well  js  the  previously  mentioned  areas.  Reporting  Seniors  should 
also  consider  lowering  the  grade  assigned  to  "Mission  Contribution  Evaluation."  Comments  in 
the  narrative  section,  for  officers  who  arc  in  excess  of  weight  standards,  will  include  the 
officers  height  and  weight,  how  the  condition  adversely  affects  his  performance,  actions  tuken 
by  the  command,  and  the  individual's  progress  toward  attaining  prescribed  goals.  Officers  who 
have  been  certified  by  medical  authorities  as  being  acceptable  due  to  unusual  body  structure 
and/or  musculature,  are  exempt  from  this  requirement. 

o.  Comments  regarding  contributions  to  public  and  cuemntnity  relations  should  be  included 
where  applicable.  While  an  officer's  stature  in  the  civil  community  is  often  recognition  of  his/ 
her  leadership  ability,  comments  in  this  regard  should  be  restricted  to  those  cunt n hut  ions  which 
tend  to  increase  his/her  worth  and  potential  as  a naval  officer  or  generally  reflect  credit  upon 
the  Navy. 
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b.  When  the  not  senior  up  the  eheln  of  conmand  completes  « report  In  lieu  of  the  nominal 
reporting  senior,  the  notation  "HS IC“  mill  be  made  after  last  name  and  initials.  If  space  permits. 
Otherwise  omit  Initials  and  enter  after  last  name  In  block  23,  to  Indicate  “neat  senior  In  command" 

In  accordance  with  sections  1-7  or  1-8  of  this  instruction. 

$•7  Section  28.  Refer  to  the  Instructions  for  this  section  as  outlined  In  the  Appraisal  Worksheet. 
When  transcribing  information  to  the  OCR  copy,  abbreviation  of  primary  duty  Is  required.  See 
enclosure  (2). 

S-8  Sections  29,  30.  31.  32.  33  and  3*.  Utilizing  the  Appraisal  Worksheet,  evaluate  the  Individual 
officer's  performance  In  blocks  29  through  34.  (The  sub-items  for  blocks  29  through  34  are 
designed  to  assist  the  reporting  senior  In  arriving  at  a valid,  overall  grade  for  each  specific 
aspect  of  performance. ) Review  the  transcription  code  tables  provided  and  record  the  assigned 
alphabetical  grade  In  the  "OCR  CODE  LETTER"  block  provided  on  the  Appraisal  Worksheet.  Other 
guidance  is  contained  for  "Specific  Aspects  of  Performance"  on  the  Appraisal  Worksheet. 

S-9  Section  35.  Utilizing  the  Appraisal  Worksheet,  evaluate  the  Individual  officer's  performance. 
Many  officers,  by  virtue  of  billet  assignment  or  comnand  composition,  are  not  afforded  an  oppor- 
tunity to  demonstrate  active  support  of  the  Navy's  Equal  Opportunity  Program.  Officers  who  are  so 
constrained  should  not  be  assigned  an  arbitrary  grade  based  on  their  projected  performance  In 
this  area,  nor  one  that  derives  from  the  fact  that  no  action  In  the  area  of  equal  opportunity 
performance  has  been  observed,  when  there  has  existed  little  or  no  opportunity  to  observe  or 
measure  an  officer's  performance  or  effectiveness  In  equal  opportunity  pursuit  and  simultaneously 
no  requirement  for  a dedicated  effort  In  this  area  is  apparent  as  a result  of  billet  assignment. 

It  Is  expected  that  the  officer's  equal  opportunity  performance  mark  will  be  an  "N"  for  not 
observed.  Conversely,  where  an  officer  has  been  assigned  responsibility  for  a subordinate  popu- 
lation which  Includes  individuals  of  a different  sex,  racial  or  ethnic  origin,  an  evaluation  of 
the  officer's  equal  opportunity  performance  must  be  recorded  and  supported  by  comment.  In  ac- 
cordance with  section  4-11,  paragrapn  (b).  Coomanaing  officers,  executive  officers,  department 
heads,  division  officers,  branch  neads.  and  formal  classroom  Instructors  are  examples  of  those 
billets  which  will  normally  require  an  equal  opportunity  ooservatlon  other  than  "not  observed." 

In  determining  the  mark,  the  pursuit  of  measures  to  detect  and  overcome  discrimination  in  all 
Its  forms,  and  Initiatives  taken  to  Increase  their  own  and  their  subordinates ' racial  awareness, 
must  be  considered. 

5- 10  Sections  36  and  37.  Utilizing  the  transcription  code  table  above  sectio.  29  of  the  Appraisal 
Worksheet,  record  the  assigned  alphabetical  grade  In  the  "OCR  CODE  LETTER”  block  provided  on  the 
Appraisal  Worksheet. 

5-11  Sections  38,  39  and  40.  Instructions  for  completion  of  these  sections  are  contained  In  the 
"Warfare  Specialty  Skills”  section  of  the  Appraisal  Worksheet. 

a.  The  mark  In  Seamanship,  section  38,  should  reflect  the  degree  of  attainment  of  proficiency 
In  all  aspects  of  ship-handling  and  seamanship. 

b.  The  mark  In  Airmanship  relates  to  the  officer's  overall  ability  as  an  airman  <n  the  actual 
control  of  an  aircraft  or  as  an  air  crew  member  and  his/her  leadership  and  Judgment  In  the  tactical/ 
operational  employment  of  aircraft  and  weapon  systems.  In  determlng  the  mark  for  aviation  officers, 
consider  and  comnenc  (In  section  88)  on  the  following  factors: 

(1)  Personal  flying  skill  and  motivation  with  emohasls  on  day  and  night/inclement  weather 
(carrier,  patrol,  miscellaneous)  operations  and  weapons  employment,  as  appllcaole. 

(2)  Ability  as  a flight  leader/plane  comnanoer  when  having  served  as  such. 

(3)  Knowledge  of  aircraft  and  the  operational  employment. 

(4)  Overall  aeronautical  knowledge. 

c.  A mark  in  Watch  Standing  should  be  assigned  only  if  the  officer  Is  detailed  to  and  actually 
performs  specific  duties  or  watches  outside  his/her  normally  assigned  duties.  I.e.,  as  000.  J000, 
8UMED  Outy  Officer,  etc.  See  section  4-Ub.  of  this  Instruction  for  conments  required  when  qualified 
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b.  When  Che  next  senior  up  the  chain  of  command  completes  a report  In  lieu  of  the  nomine) 
reporting  senior,  the  notation  "NSIC“  will  be  made  after  last  name  and  Initials,  If  space  permits. 
Otherwise  omit  Initials  and  enter  after  last  name  In  block  23,  to  Indicate  "next  senior  In  conmand" 
In  accordance  with  sections  1-7  or  1-8  of  this  instruction. 

S-7  Section  28.  Refer  to  the  Instructions  for  this  section  as  outlined  In  the  Appraisal  Worksheet. 
When  transcribing  Information  to  the  OCR  copy,  abbreviation  of  primary  duty  is  required.  See 
enclosure  (2). 

5-8  Sections  29,  30,  31,  32.  33  and  34.  utilizing  the  Appraisal  Worksheet,  evaluate  the  Individual 
officer Js  performance  In  blocks  29  through  34.  (The  sub-items  for  blocks  29  through  34  are 
designed  to  assist  the  reporting  senior  In  arriving  at  a valid,  overall  grade  for  each  specific 
aspect  of  performance. ) Review  the  transcription  code  tables  provided  and  record  tne  assigned 
alphabetical  grade  In  the  "OCR  CODE  LETTER*  block  provided  on  the  Appraisal  Worksheet.  Other 
guidance  Is  contained  for  “Specific  Aspects  of  Performance'  on  the  Appraisal  Worksheet. 

5-9  Section  3S.  Utilizing  the  Appraisal  Worksheet,  evaluate  the  Individual  officer's  performance. 
Many  officers,  by  virtue  of  billet  assignment  or  conmand  composition,  are  not  afforded  an  oppor- 
tunity to  demonstrate  active  support  of  the  Navy's  Eoual  Opportunity  Program.  Officers  who  are  so 
constrained  should  not  be  assigned  an  araltrary  grade  based  on  their  projected  serformance  In 
this  area,  nor  one  that  derives  from  the  fact  that  no  action  in  the  area  of  equal  opportunity 
performance  has  been  observed.  When  there  nes  existed  little  or  no  opportunity  to  observe  or 
measure  an  officer's  performance  or  effectiveness  In  equal  opportunity  pursuit  and  simultaneously 
no  requirement  for  a dedicated  effort  in  this  area  1$  apparent  as  a result  of  billet  assignment. 

It  Is  expected  that  the  officer's  equal  opportunity  performance  mark  will  oe  an  "N“  for  not 
observed.  Conversely,  wnere  an  officer  has  been  assigned  responsibility  for  a subordinate  popu- 
lation which  includes  individuals  of  a different  sex,  racial  or  ethnic  origin,  an  evaluation  of 
the  officer's  equal  opportunity  performance  must  be  recorred  and  supported  by  comment,  in  ac- 
cordance with  section  4-11,  paragraph  (b).  Commanding  officers,  executive  officers,  department 
heads,  division  officers,  orancn  heads,  and  formal  classroom  Instructors  are  examples  of  those 
billets  which  will  normally  require  an  equal  ooportunlty  observation  other  than  'not  observed.'' 

In  determining  the  mark,  the  pursuit  of  measures  to  detect  and  overcome  discrimination  in  all 
Its  forms,  and  Initiatives  taken  to  increase  their  own  and  their  subordinates'  racial  awareness, 
must  be  considered. 

5-10  Sections  36  and  37.  Utilizing  the  transcription  code  table  above  section  29  of  the  Aopralsal 
Worksheet,  record  the  assigned  alphabetical  grade  In  the  "OCR  CODE  LETTER"  block  provided  on  the 
Appraisal  Worksheet. 

5-11  Sections  38 , 39  and  40.  Instructions  for  completion  of  these  sections  are  contained  in  the 
"Warfare  Specialty  Skills''  section  of  the  Appraisal  Worksheet. 

a.  The  mark  In  Seamanship,  section  38,  should  reflect  the  degree  of  attainment  of  proficiency 
In  all  aspects  of  ship-handling  and  seamanship. 

b.  The  mark  In  Airmanship  relates  to  the  officer's  overall  ability  as  an  airman  in  the  actual 
control  of  an  aircraft  or  as  an  air  crew  memoer  and  nls/her  leadership  and  Judgment  In  tne  tactical/ 
operational  employment  of  aircraft  and  weapon  systems.  In  determlng  tne  mark  for  aviation  officers, 
consider  and  comment  (In  section  88)  on  the  following  factors: 

(1)  Personal  flying  skill  and  motivation  with  empnasls  on  day  and  night/inclement  weather 
(carrier,  patrol , miscellaneous)  operations  and  weapons  employment,  as  applicable. 

(2)  Ability  as  a flight  leader/plane  commander  when  having  served  as  such. 

(3)  knowledge  of  aircraft  and  the  operational  emp'oyment. 

(4)  Overall  aeronautical  knowledge. 

c.  A mark  In  Watch  Standing  should  be  assigned  only  If  the  officer  Is  detailed  to  and  actually 
performs  specific  duties  or  watches  outside  his/her  normally  assigned  duties,  t.e.,  as  000.  JOOD, 
8UMC0  Duty  Officer,  etc.  See  section  4-llb.  of  tnls  Instruction  for  comments  required  when  qualified 
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Report  Development  Guidance  for  the  Reporting  Sent  or 

6-1  General  Discussion.  Frequently  reporting  seniors.  particularly  officers  in  charge  of  snail 
units  or  commanding  officers  of  saall  ships,  must  Jraw  upon  what  they  have  seen  reflected  in 
their  own  fitness  reports  or.  in  the  more  fortunate  cases,  chose  rough  worksheets  they  have 
assisted  in  the  preparation  of  as  the  basis  for  their  background  in  fitness  report  development. 

This  background,  even  when  supplemented  by  ehorough  study  of  the  fitnea  report  instruction  and 
the  use  of  folklore  solicited  from  aore  experienced  seniors,  nay  result  in  less  than  adequate 
perforaance  evaluations.  In  recognition  of  this  shortconing  in  guidance  previously  provided 
for  the  development  of  these  most  important  document s,  this  section  has  been  included. 

6-2  Preliminary  Preparation.  Considering  the  preparation  of  fitness  reports,  a logical  first 
question  is:  "When  should  1 begin?"  All  too  often,  as  evidenced  by  reports  of  lengthy  periods 
speaking  only  to  incidents  of  the  recent  past,  the  answer  is  "On  the  report -due  date  or  shortly 
thereafter."  The  proper  answer  to  this  question  is:  "A»  soon  as  you  report  for  duty  as  reporting 
senior  or  as  soon  as  an  officer  reports  to  you  as  his/her  reporting  senior."  You  night  ask:  "Mow 
do  I prepare  for  fitness  reports  so  far  in  advance  - a year  in  some  instances?"  There  are  a number 
of  valid  approaches;  however,  the  one  discussed  below  will  certainly  result  m adequate  fitness 
reports. 


a.  Newly  reported  officers  should  be  initially  counseled  on  the  mission  of  the  command,  the 
officer's  specific  role  in  Che  accomplishment  of  this  mission  and  areas  under  his/her  cognisance 
which  require  inproveaenc.  Situations  or  requirements  which  are  peculiar  to  the  command,  of  which 
the  officer  may  not  be  aware,  should  be  thoroughly  discussed  and  clarified,  as  should  any  specific 
expectations  of  the  reporting  senior. 

b.  Because  the  furtherance  of  equal  opportunity  throughout  the  Navy  is  of  such  vital 
importance,  a discussion  of  goals  and  potential  problem  areas  should  be  discussed  with  the 
officer.  Some  possible  topics  for  discussion  and  specific  perforaance  factors  which  may 
influence  the  reporting  senior's  evaluation  of  the  officer  in  Equal  Opportunity  are: 

(1)  Grade  levels  of  minority  personnel  assigned. 

(2)  Steps  taken  to  ensure  upward  mobility  of  all  personnel  assigned,  with  emphasis  on 
minority  personnel. 

(3)  Steps  taken  to  ensure  his/her  commitment  to  full  equal  opportunity  is  understood 
throughout  his/her  area  of  responsibility. 

(4)  Steps  taken  to  ensure  equal  opportunity  commitment  is  actively  supported  by  all 
assigned  personnel,  with  emphasis  on  personnel  assigned  to  key  positions. 

(5)  Racial  awareness  training  and  education. 

(6)  Behavior  of  officer  in  relation  to  stated  beliefs  in  equal  opportunity. 

(7)  Steps  taken  to  halt  racial  slurs  or  other  verbal  denigration. 

(B)  Effective  counseling  of  assigned  personnel.  Counseling  to  majority  and  minority 
alike  aust  reflect  the  Navy's  commitment  to  equal  opportunity  in  such  areas  as  promotion,  job 
assignment,  services,  and  housing. 

(9)  Follow-uj>  on  minority  problems  or  grievances. 

c.  Establish  a file  with  a separate  folder  for  each  officer  for  whom  you  are  the  reporting 
senior  — regular  or  concurrent. 

d.  During  the  course. of  normal  routine,  accumulate  in  these  folders  copies  of  letters, 
messages,  as  well  as  notes,  on  any  matter  pertinent  to  the  performance  or  qualifications  of  each 
officer. 
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trivial,  imperfections  is  not  desirable  and  serves  no  useful  purpose.  Remarks 
attesting  to  cne  ‘lack  of  experience*  of  a Marine  m a new  job,  for  example, 
can  be  omitted  from  section  C because  inexperience  in  a new  job  is  only  to  be 
expected)  on  the  other  hand,  very  rapid  adjustment  to  a new  job  would  be  an 
appropriate  comment. 

7.  Although  their  use  is  not  encouraged,  supplementary  pages  may  be  attached 
If  comments  in  section  C must,  of  necessity,  be  lengthy.  In  those  few  cases 
where  supplemental  pages  must  be  used,  they  should  identify  the  name,  grade  and 
social  security  number  of  the  Marine  being  reported  on,  and  the  period  and 
occasion  of  the  report.  Attach  by  staple  to  the  space  provided  on  the  fitnesa 
report  form. 


3006  COUNSEL INC 

1.  Counseling  is  an  essential  element  in  the  performance  evaluation  system; 
equal  in  importance  to  performance  appraisal.  Each  Marine  must  be  made  aware 
of  duties  assigned,  the  standards  of  performance  expected,  how  performance  is 
judged,  relative  standing  among  peers,  and  the  opportunities  that  exist  for 
career  development. 

2.  It  is  the  responsibility  of  the  reporting  senior  to  ensuro  that  each  Marine 
clearly  understands  wnat  standards  of  performance  are  expected  and  how  well  rhe 
individual  is  (or  is  not)  performing.  Mere  statements  such  as  ‘You  are  doing  a 
good  job  - keep  it  up*  are  not  good  counseling  or  good  leadership. 

3.  Counseling  must  be  3 continuous  process.  It  should  commence  when  a Marine 
first  joins  a unit,  should  continue  at  frequent  intervals  during  the  Marine's 
tour  of  duty,  and  terminate  upon  detachment.  Since  the  initial  counseling 
session  is  largely  policy  oriented  (outlining  expected  standards  and  indicating 
how  the  reporting  senior  judges  performance)  it  could  be  condi'  ted  at  a group 
welcome  aboard  meeting,  although  a personal  session  is  more  desirable.  Sub- 
sequent counseling  sessions,  however,  must  be  on  an  individual  basis  and  must 
be  conducted  at  all  levels  and  for  all  grades.  Counseling  may  occur  at  any 
time  and  as  often  as  it  is  needed;  it  cannot  be  reduced  to  a scheduled  basis, 
but  should  take  place  on  any  occasion  which  is  suitable.  One  such  occasion  is 
the  preparation  of  a Marine's  fitness  report;  Marines  expect  and  are  entitled 

to  an  individual  counseling  session  at  these  times.  Fitness  reports  will  not  be 
shown  to  the  Marine  being  counseled,  however,  except  a3  discussed  in  paragraph 
4003. 

4.  In  order  to  be  effective,  counseling  must  be  positive  and  clear.  Generalities 
and  quick  references  to  lofty  principles,  e.g.,  ‘Your  overall  performance  seems 
o.k..  but  you  need  to  work  a bit  harder  on  your  esprit,*  do  not  counsel  or  guide. 
Positive  counseling  can  be  performed  in  a number  of  ways,  but  should  include  four 
definite  steps: 

(1)  Review  with  the  Marine,  individual  performance  to  date. 

(2)  Evaluate  this  performance. 

(3)  Jointly  establish  a definite  target(s)  (i.e.,  a plan  requiring  the 
Narine's  efforts)  for  maintenance  or  improvement  of  performance  levels. 

(4)  Establish  a coaching  plan  (i.e.,  a plan  requiring  the  reporting 
senior's  participation)  to  guide  the  Marine  toward  the  targct(s)  established 
in  step  (3) . 

5.  Discussion  of  Counseling  Steps 

a.  Reviewing  the  Marine's  performance 

(1)  This  step  should  consist  of  briefly  describing  to  the  Marine  those 
performance  of  duty  highlights  which  occurred  since  the  last  counseling  session, 
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■a  they  at*  recalled  by  the  capoicing  senior.  Ttiia  daacciption  is  aost  effective 
If  organizad  cnconolog ically  Coe  effect,  baginning  with  tha  Cicse  significant 
highlight,  a.g..  *ac  tha  baginning  of  tha  paciod,  your  squadron  conductad 
cacciar  qualifications  with  a 100  parcanc  racord  of  luccass,"  and  leading  up  to 
tha  last,  a.g.,  "last  week,  youc  squad  fimshad  third  in  tha  battalion  drill 
eoavacition. * 

(2)  Evan  if  a raporting  sanior  has  not  parsonally  obsarvad  a Marina's 
parforaanca  of  duty,  parfornanca  highlight!  must  still  ba  raviawad  with  tha  Marina. 
Tha  individual  oust  ba  advtsad,  howavac,  chat  such  highlignts  ara  not  oaaad  on 
patsonal  observation.  Tha  sourca  of  tha  reporting  sanior 's  knowladga  of  tha 
Marina's  parforaanca  should  ba  mentioned,  a.g.,  ”...  based  on  cacoaaandad  fitness 
repoct  Backings  froa  tha  range  officer,...* 

b.  Evaluation  of  tha  Marina's  Performance 

(1)  During  this  phase  of  tha  counseling  session,  the  raporting  sanior 
places  the  Marina's  parforaanca  highlights  into  a meaningful  pacspacciva  by  com- 
paring thaa  against  Marina  Corps  and  organizational  standards  and  policies. 
Essentially,  this  is  cna  saaa  process  which  tha  raporting  senior  eaployed  in 
praparing  tha  Marina's  fitness  report. 

(2)  Career  opportunities  should  be  another  topic  of  discussion  in  this 
session.  As  a minimum,  tha  raporting  sanior  should  review  cna  duty  preferences 
which  wars  indicated  on  tha  Marina's  latest  fitness  report,  and  discuss  the 
raporting  senior's  recommendation.  The  rationale  for  tha  recommendation  must  oa 
asplainad,  and  cha  Marine  should  ba  encouraged  to  refer  to  appropriate  career 
planning  orders  and  bulletins  foe  career  pattern  guidance  prior  to  subaicting  duty 
prafarences.  It  is  important  that  the  reporting  senior  dispel  any  false  impres- 
sions regarding  preferences  of  duty,  such  as,  ’...it  looks  good  on  your  record.* 
or,  *...a  good  aviator  always  raquests  flight  duty,’  etc. 

e.  Establishment  of  a Target 

(1)  This  pact  of  tha  counseling  process  serves  to  map  for  tha  Karina 
tha  road  to  improved  (or  consistent)  performance.  Clearly  attainable  targets 
oust  be  defined.  Tnese  should  first  ba  in  areas  of  performance  where  chc  Marina 
is  below  the  Marine  Corps  or  organizational  standard.  They  should  be  expressed 
in  such  a way  as  to  be  objective  and  easily  measured.  They  cannot  be  too  broad 
or  include  more  chan  one  step  (ac  a time),  or  else  the  Marina  will  have 
difficulty  m achieving  cnem  or  even  understanding  how  to  achieve  chem.  Some 
axaaplas  of  performance  targets  chat  provide  a clear  level  of  required  perform- 
ance, and  a sense  of  accomplishment  on  completion,  ace  compared  with  lass 
aaaningful  ones  in  figure  3-4.  below. 


txMmplsa  of  Target  Definition 


improvement  needed  in 

clear 

Weak 

Regular  dutias 

Prepare  first  draft 

Tighten  up  your 

of  an  office  SOP  by 

office  procedures. 

15  June. 

Personal  appearance 

Cat  a regulation 

Keep  your  hair  more 

haircut  at  least 

closely  trimmed. 

once  every  10  days. 

Figure  3-4. — Examples  of  Clear  and  waak  Counseling  Terms 
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Training  personnel 

Prapara  a master 

list  of  all  3d 
quarter  training 
raguiramancs  by 

10  Oacaaoar. 

Gat  a bettar  grip 
an  achaduling  of 
training 

Administrative  duties 

Prapara  a carbon 
copy  on  yellow  papar 
of  aach  lattar  signed 
"by  direction"  and 
sand  tha  copy  to  reach 
cha  adjutant  within  24 
hours  of  signing  tn* 
oriainal. 

Lat  tha  commanding 
officer  know  what  you 
sign  "By  direction." 

?hy«ic«l  ritnesa  Ttse 

Do  40  aieups  in  2 
stnutes  bv  30  Aorii. 

Improve  your  PPT  score. 

Figure  3-4.  — - Examples  of  Clear  end  Meek  Counaaiinq  Tara* — Continued. 


(2)  If  the  naad  for  improvement  is  nor  evident  in  any  eras,  cha  repotting 
aanior  sbould  suggest  targets  wnich,  wnsn  sccoaplished,  will  sarva  to  aaintsin  cha 
Marina's  hiqn  level  of  parfocaanca.  This  guidance  aunt  ba  as  claer  and  precis*  as 
char  discussed  aarliar.  Our  snould  Oa  aimed  ar  cna  enhancement  of  alraady  sound 
parforaanca  charactar istics  rsrnar  man  cna  achiavaaanr  of  sacisfactory  pecfora- 
anca.  Cons idarar ion  should  3a  given  co  off-duty  education,  corraspondanca  study 
In  profassional  subjects,  participation  m a profassionsl  ceuding/discuasion  graup, 
and  othsr  activirias  which  cand  to  aspand,  eschar  than  davalop,  eba  Marina's 
attrxbutas. 

d.  Establ ishaant  of  a Coaching  Plsn~ 

(1)  To  ba  -.'fsetive,  counseling  cannot  and  with  tho  initial  sassion. 
Coupling  ona  of  tha  nay  leadership  steps,  naaely,  supervision,  wich  a smear* 
interest  in  eh*  progress  of  seen  Mann*  toward  claar  cargec(s),  produces  a 
cardinal  counseling  rule:  coach  each  Marina  to  parforaanca  improvement/** in- 
tananca.  Without  eh*  personal  coaching  of  rapornng  seniors,  Marinas  aay  aaka 
little  or  no  progress  or  iaprovaaant. 

(2)  Coaching  aust  0*  positive  and  dynamic  on  cha  part  of  the  reporting 
sanior.  It  should  consist  of  aoch  scheduled  and  impromptu  sessions  and  should 
ba  parforaad  in  a wars  and  smears.  Out  autnoneaciva,  manner.  Several  coaching 
sessions  aay  0*  required  Oefot*  a Marine  reaches  a goal,  out  if  coaching  is  dona 
regularly,  and  if  cha  goals  ara  realistic,  accomplishment  will  eventually  occur, 
laprovad  parforaanca  as  a result  of  counseling  is  elaost  guaranteed,  but  its 
success  is  dependent  on  both  the  individual  Marine  and  the  reporting  sanior:  cn* 
Marina  can  raraly  do  it  by  hiasalf/hecself . 

*.  That*  four  counseling  steps  can  ba  accomplished  informally,  buc  should  be 
conscientiously  and  carefully  researched  and  planned.  The  use  of  counseling 
worksheets,  notes,  interview  guides,  and  ocher  aids  is  encouraged,  and  the 
documentation  of  counseling  progress  should  serve  as  a strong  indicator  of  a 
reporting  senior's  proficiency  and  skill  as  a counselor  and  leader. 

7.  for  additional  requirement*  in  the  case  of  an  adverse  or  marginal  report, 
refer  to  section  a. 


3007  FORWARD  INC  REPORT  TO  REVIEWING  OFFICER 

1.  Attar  coapleting  all  of  tha  previous  steps,  the  reporting  senior  will  sign 
leas  23  of  section  0,  enter  the  date,  and  forward  the  report  to  the  reviewing 
officer  for  action.  Prior  to  forwarding  the  report,  however,  tn*  reporting 
sanior  aust  either  (1)  certify  that  tha  Mann*  has  been  counseled,  or  (2) 
explain  on  an  attached  sheet  why  counseling  wes  impossible. 


J-IS 


V 


APPENDIX  A 

DEPARTMENT  OF  TRANSPORTATION 

MAILING  AODH6SS 

UNITED  STATES  COAST  GUARD  ° s COASrooARD  G-PO-2/72 

AUHINGTOM.OC  205*) 

phone  202-426-0935 


1611 

1 3 SEP  1978 


From:  Chief,  Office  of  Personnel 
To:  All  Commissioned  Officers 

Sub j : The  Officer  Fitness  Reporting  System 

1.  Commandant  Instruction  1611.7  was  recently  published 
to  inform  the  officer  corps  of  the  present  status  of 
our  fitness  reporting  system.  It  contains  information 
which  should  be  of  vital  importance  to  you  since  there 
is  no  one  single  item  which  has  more  impact  upon  your 
career  as  a Coast  Guard  officer  than  your  fitness  re- 
port. As  part  of  my  efforts  to  educate  the  officer 
corps  concerning  our  fitness  reporting  system,  I am 
providing  you  with  a personal  copy  of  this  Instruction. 
Read  it  carefully.  The  time  and  effort  will  be  well 
spent. 

2.  Those  of  you  who  are  preparing,  reporting  or  re- 
viewing officers  should  uevote  utmost  attention  to 
your  fitness  report  responsibilities.  Only  through 
your  efforts  can  our  fitness  report  system  remain  a 
viable  tool  for  evaluating  our  officers.  I would  also 
encourage  you  to  insure  that  your  subordinates,  es- 
pecially junior  officers,  develop  a complete  under- 
standing of  the  fitness  report  process.  Your  coop- 
eration in  this  very  important  matter  is  sincerely 
appreciated. 
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• COMMANDANT  INSTRUCTION  1611.7 

Sub j : Officer  Fitness  Reporting  System 

1.  PURPOSE . The  purpose  of  this  Instruction  is  to  in- 
form the  officer  corps  of  the  status  of  its  fitness 
reporting  system,  to  publish  revised  service  norms 
for  use  when  writing  fitness  reports,  and  to  urge 
the  support  of  all  preparing,  reporting,  and  re- 
viewing officers  in  reversing  the  alarming  infla- 
tionary trend  in  fitness  report  marks . 

2.  BACKGROUND . 

a.  The  Coast  Guard's  present  fitness  report 
system  commenced  in  1965.  It  has  been  a suc- 
cessful  one  mainly  because  it  was  well  received 
by  most  Coast  Guard  officers,  and  because  the 
majority  of  reporting  officers  attempted  to 
adhere  to  the  system  by  objectively  marking 
officers  reported  on,  particularly  during  its 
early  years.  As  a result,  our  system  has  ex- 
isted for  nearly  fourteen  years  without  suf- 
fering the  plight  of  other  evaluation  systems. 

For  various  reasons,  performance  data  in  each  of 
these  other  systems  became  meaningless  because 
of  the  accelerated  inflation  of  marks. 

b.  Our  system  is  now  in  danger,  however.  In  recent 
years  many  reporting  officers  have  permitted 
their  marking  patterns  to  become  considerably 
more  lenient  than  the  service  standard.  We 
have  made  an  effort  to  encourage  those  reporting 
officers  to  compare  their  marking  distributions 
with  the  standard  in  the  hope  that  each  reporting 
officer  would  strive  to  maintain  all  fitness  re- 
ports at  or  near  that  standard,  thereby  ensuring 
some  degree  of  equity  in  our  fitness  reporting 
system.  The  Reporting  Officer  Feed-back  system 
(ROF ) was  part  of  this  effort. 
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2.  c.  Unfortunately,  the  trend  toward  inflated  marks 

has  not  only  continued,  but  has  recently  accel- 
erated at  an  alarming  rate.  Enclosure  (1)  in~ 
dicates  for  each  grade,  ensign  through  captain, 
the  actual  distribution  of  fitness  report  marks 
of  reports  processed  for  the  period  01FEB77 
through  16FEB78.  This  data  is  being  provided 
for  the  information  of  all  officers  because  of 
the  seriousness  of  the  situation  now  facing  us. 

3.  DISCUSSION.  The  causes  of  fitness  report  inflation 
are  complex  and  to  a large  extent  psychological — re- 
lated to  the  confidence  the  officer  corps  has  in  the 
system.  The  following,  however,  represent  the  chief 
causes  of  the  inflationary  pressure  on  the  marks: 

a . Limited  growth  in  the  size  of  the  officer  corps, 
and  very  little  voluntary  attrition  have  combined 
to  make  our  promotion  process  increasingly  com- 
petitive*!  Within  the  pyramidal  billet  structure 
required  by  law,  the  Coast  Guard's  promotion 
system  operates  on  an  "up  or  out"  basis,  whereby 
time  in  grade  until  promotion  and  opportunity 
for  selection  are  dependent  upon  growth  of  the 
billet  structure,  or  attrition,  or  both.  Our 
growth  rate  has  slowed  in  the  1970's  from  the 
rapid  expansion  of  the  1960's.  Meanwhile  changes 
in  economic  conditions  over  the  same  period  have 
made  a Coast  Guard  career  increasingly  attrac- 
tive for  many  officers  thus  reducing  the  rate  of 
voluntary  attrition.  As  a result,  the  promotion 
process  for  the  officer  corps  has  become  more 
competitive  (illustrated  in  enclosure  (2) ) . 

This  trend,  taken  with  the  fact  that  our  present 
"best  qualified"  system  of  promotion  forces 
out  less  competitive  officers,  means  that  an 
entirely  competent  officer  who  would  have  been 
promoted  several  years  ago  may  be  passed  over 
today.  Many  officers,  after  seeing  competent 
officers  they  have  known  being  passed  over,  have 
incorrectly  assumed  these  officers  were  passed 
over  because  they  were  "victims"  of  fitness 
report  marks  inflation.  Thus  the  evaluation 
system  is  often  blamed  unjustly  for  the  effects 
of  the  increasingly  competitive  system. 


1 53 


(1)  Many  reporting  officers  have  asked  "What 

is  an  appropriate  fitness  report  score  that 
will  ensure  an  officer  will  be  promoted?" 
i Whereas  the  concern  of  these  officers  is 

understandable,  it  is  not  the  responsibility 
of  the  reporting  officer  to  determine  whether 
an  officer  should  be  promoted  or  passed 
over.  The  reporting  officer's  job  is  to 
evaluate  the  performance  and  personal  qualities 
of  his  subordinates.  In  a "best  qualified" 
promotion  system  like  ours,  it  is  the  job  of 
promotion  boards  to  determine  who  shall  be 
promoted  by  comparing  each  officer  with  his/ 
her  peers  on  the  basis  of  his/her  total  rec- 
ord which  includes  a number  of  factors  in 
addition  to  fitness  report  scores. 

(2)  Some  reporting  officers  may  feel  they  are 
doing  their  subordinates  justice  by  inflating 
their  marks  in  an  attempt  to  ensure  promotion. 

In  reality  these  reporting  officers  are  creating 
the  opportunity  for  injustice  to  occur  to  other 
officers  who  are  being  marked  by  reporting  of- 
ficers trying  to  adhere  to  the  system.  As  the 
fitness  report  marks  become  more  and  more 
inflated,  the  distribution  of  marks  grows  nar- 
rower and  narrower,  and  it  becomes  increasingly 
difficult  for  promotion  boards  to  differentiate 
between  officers.  Thus  the  chance  for  error 
and  inequity  in  the  promotion  system  increases. 


c.  A lack  of  information  has  contributed  to  sus- 


sponsibility  for  inflation  of  the  fitness 
report  marks,  the  Office  of  Personnel  ac- 
knowledges its  part  in  the  problem  as  well. 

In  recent  years  more  and  more  reporting  of- 
ficers began  to  doubt  the  fitness  reporting 
system  and  the  degree  to  which  the  Experienced 
Distribution  of  Marks  printed  on  the  fitness 


picion  and  mistrust  in  the  officer  corps  in 
regard  to  the  fitness  reporting  system.  Al- 
though reporting  officers  must  accept re- 
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3. c(cont'd)  report  forms  reflected  the  actual  distribution. 

The  fact  that  competent  officers  have  been  passed 
over  by  recent  promotion  boards  due  to  the  in- 
creased competition  has  served  to  fuel  the  sus- 
picion about  our  fitness  reporting  system.  This 
uncertainty  has  likely  been  a factor  which  has 
caused  many  reporting  officers  to  assign  higher 
marks  to  ensure  their  subordinates  would  not  be 
hurt  by  a future  promotion  board.  Possibly  more 
timely  information  in  addition  to  the  ROF  reports 
could  have  relieved  some  of  these  doubts. 

d.  The  overall  competence  and  performance  level  of 
officers  in  general  may  be  at  a higher  level  than 
in  the  past.  There  is  greater  selectivity  today, 
not  only  in  selecting  officers  competing  for  pro- 
motion, but  in  choosing  candidates  to  enter  the 
Service.  More  officers  are  sent  to  specialized 
training,  followed  by  assignment  to  specialized 
tours  where  they  become  essentially  resident  ex- 
perts in  their  field.  Tour  lengths  are  longer 
today,  affording  officers  the  opportunity  to  gain 
more  competency  in  their  jobs.  All  these  factors 
may  contribute  to  a rise  in  the  level  of  officer 
competency  and  performance  (reflected  in  fitness 
report  marks)  independent  of  any  faults  with  the 
fitness  report  system  or  weakness  in  reporting 
officers . 

4.  MAINTAINING  OUR  PRESENT  FITNESS  REPORT  SYSTEM. 


a.  There  is  no  one  single  item  that  has  more  impact 
upon  the  career  of  an  officer  than  the  fitness 
report.  To  operate  without  such  a system  would  be 
a move  away  from  what  is  now  a fairly  rational, 
impartial  system  based  upon  merit,  toward  a_more 
subjective  system  that  would  be  increasingly  sus- 
ceptible to  bias  and  inequity.  The  document  is 
used  not  only  by  promotion  boards,  integration 
boards,  and  extension  boards,  but  by  boards  for  se- 
lection to  command,  postgraduate  school,  and  flight 
training  as  well.  It  also  has  an  impact  upon 
an  officer's  assignment  as  it  often  determines  the 
level  of  responsibility  or  whether  he/she  is  more 
deserving  in  the  competition  for  a particular 
assignment.  It  is  difficult  to  imagine  how  cer- 
tain personnel  decisions  would  be  made  without  the 
information  provided  by  our  fitness  report. 
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b.  Our  fitness  reporting  system  is  still  workable, 
but  its  usefulness  is  in  serious  jeopardy.  Every 
effort  must  be  made  to  reverse  the  present  infla- 
tionary trend.  As  part  of  this  effort  a set  of 
desired  marks  distributions  for  each  grade  has 
been  constructed.  These  distributions,  shown 

in  enclosure  (3),  shall  be  used  by  preparing 
and  reporting  officers  as  first  step  goals  in 
reversing  the  inflationary  trend  in  fitness 
report  marks. 

c.  It  is  necessary  to  have  the  support  and  com- 
pliance of  all  reporting  seniors  if  our  efforts 
to  save  our  fitness  reporting  system  are  to  be 
successful,  and  if  we  are  to  administer  our 
system  fairly  and  equitably  for  all  officers. 

Each  reporting  officer,  as  he  evaluates  his 
subordinates,  must  have  confidence  that  other 
reporting  officers  are  complying  as  well.  There- 
fore as  a measure  to  ensure  that  all  reporting 
seniors  will  attempt  to  adhere  to  the  system, 
Commandant  (G-P)  has  asked  for  the  assistance  of 
flag  officers  in  initiating  a review  procedure 
which  will  minimize  cases  of  noncompliance. 

ACTION. 

a.  Beginning  immediately,  preparing  and  reporting 
officers  shall  use  the  new  Desired  distributions 
of  enclosure  (3),  for  the  appropriate  grade  of  the 
officers  being  reporting  on,  as  the  norm  in 
comparing  how  each  officer  stands  in  relation  to 
other  officers  of  similiar  length  of  service  in 
grade.  Tho  Experienced  distributions  printed  on 
the  present  fitness  report  forms  (Items  14  and 
17)  shall  be  disregarded. 

b.  Revised  fitness  report  forms,  which  will  reflect 
the  new  Desired  distributions,  are  being  prepared 
but  will  not  be  available  for  use  until  approx- 
imately 1 January  1979.  Until  the  new  forms  are 
available,  the  present  forms  (CG-4328A (Rev. 3-72) , 
CG-4328B (Rev. 3-72) , and  CG-4328C (Rev. 11-72)  I 
shall  continue  to  be  utilized.  Reporting  Officers 
shall  make  the  following  statement  in  the  COMMENTS 
section  (item  l6)  of  the  present~Torm: 

"I  have  marked  this  officer  in  accordance 
with  the  new  Desired  distributions  for 
the  grade  of  (enter appropriate  grade  of 
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5.b(cont'd)  officer  being  reported  on)  as 

specified  by  COMDTINST  16117." 

c„  Reviewing  officers  shall  scrutinize  the  reports 
submitted  to  them  and  discuss  with  reporting  of- 
ficers any  reports  which  appear  inconsistent 
with  the  new  Desired  distributions.  They  shall 
also  ensure  that  the  statement  required  by 
paragraph  5 b • above  is  made  by  each  reporting 
officer,  and  shall  return  any  incomplete  re- 
ports for  correction. 

d.  Use  of  the  present  fitness  report  forms  is  auth- 
orized only  until  the  new  forms  are  available. 

All  copies  of  the  present  forms  shall  be  de- 
stroyed upon  receipt  of  the  new  forms. 

e.  Commandant  (G-P)  will  continue  to  monitor  the 
distribution  of  fitness  report  marks  and  will  re- 
port to  the  officer  corps  the  progress  that  is 
made  toward  reversing  the  inflationary  trend. 

In  the  meantime,  a study  group  within  the  Office 
of  Personnel  is  investigating  modifications  to 
our  fitness  report  system.  This  effort  is  taking 
into  account  all  of  the  ideas  and  recommendations 
received  from  the  officer  corps  and  all  officers 
will  be  apprised  of  the  results  as  they  become 
known. 


Enel: 


(1)  Actual  Distribution  of  Fitness  Report  Marks 

(2)  Increasing  Competition  for  Promotion 

(3)  New  Desired  Fitness  Report  Norms 


Distribution  (SDL.  NO.  107) 

A:  acde(3);fghmv(2);ijknortu  (1) 

B:  c (20);  f (15);  g (11).;  e (10);  i (8);  r (7);  h (6)  ; 

n (5);  bklm  (3);  j (2);  opqst  (1) 

C:  a ( 5 ) ; b d e k n (3);  g (2);cfilmpqsvxyz  (1) 
D:  a (2);  bdj  lmvxz  (1) 

E:  k 1 m n o (1) 

F:  None 

ONE  COPY  TO  EACH  COMMISSIONED  OFFICER 
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NOAA  CORPS  FITNESS  REPORT-" QUESTIONNAIRE  AND  COMPILATION  OF  DATA 

Fitness  Report  System  Questionnaire 


Introduction:  The  NOAA  Corps  Fitness  Report  (NOAA  fora  56-6)  is  one  of  the  nost 
Important  documents  in  your  career  file.  Periodically,  a review  of  our  methods 
and  philosophy  of  officer  evaluation  is  in  order  co  assure  that  we  are  obtaining 
the  maximum  value  from  the  system  for  both  the  NOAA  Corps  and  the  individual  rated 
officer.  As  part  of  a study  of  our  Fitness  Report  System,  the  accompanying  ques- 
tionnaire is  provided  co  obtain  attitudes,  comments  for  betterment,  and  personal 
observations  concerning  the  workings  of  the  NOAA  Corps  Fitness  Report  System. 

This  is  your  opportunity  to  give  our  present  system  a vote  of  confidence  or  to 
aid  in  formulating  methods  to  Improve  our  presenc  system.  Please  fill  out  Che 
following  questionnaire  and  return  to  NC  Z no  later  than  January  5th,  1979. 

Part  I 

1.  Rank  (Grade)  

2.  Tears  in  NOAA  Corps  and  with  similar  evaluation  processes  

3.  Present  assignment  (check  one) 

a.  hydrographic  ship 

_____  b.  oceanographic  ship 
____  c.  fisheries  ship 
___  d.  mobile  duty 
____  e.  flight 
_____  f . laboratory 
■ g.  staff 

h.  management 

___  i.  other 

If  you  feel  that  by  answering  both  1 and  3 your  anonymity  would  be 
compromised,  leave  3 blank. 

1.  I consider  myself  primarily  oriented  towards  (checV:  one) 

_____  a.  operations 
_____  b.  R and  D 
____  C.  staff 
_____  d.  management 
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Pare  II  - To  ba  completed  by  all  officers 
Sac t Ion  I 


* 

•1 


r 


a to  a 

p*  rt  ►* 

a n m 

a b a 

M 3 M 

n a k 

a a 

a *<  a 


1.  I ballava  that  Cha  present  Flcnaas  Report 

a)  form  la  a good  oaa  (NOAAform  36-6) 

b)  syacaa  la  a good  ona  (avaluaclon  by  a superior,  a 
conference,  and  thaa  review  by  tha  OPS) 


2.  I feel  that  ay  ricnaaa  ..apocca  hava  pcovldad  NOAA 
Headquarters  with  a trua  aaaauro  of  ay  ablliclaa  and 
worth  to  NOAA. 

3.  I faal  that  ay  cosaod  haa  provldad  aa  with  on-going 
faad  bach  concerning  ay  performance  throughout  a rating 
period  (l.a. , aa  opposed  to  evaluation  only  at 
prescribed  Fitness  Report  tines) . 

4.  I feel  that  ay  conand  haa  spent  significant  tine  with 
aa  discussing  earaar  guidance  and  development. 

3.  I feel  that  cha  NOAA  Corps  Fitness  Report  System  has 
aided  ae  In  becoaing  a more  proficient,  sore 
professional  officer. 

6.  I ballava  the  purpose (s)  of  cha  Fltnaaa  Report  Systaa 
should  ba  to 


a)  aid  in  annual  edjustment  of  tha  lineal  list 

b)  aid  In  separating  personnel  who  aran*  t performing 

e)  provide  feed  back  to  aid  cha  rated  officer  in 
developing  professional  skills 

d)  aid  in  tha  assignment  process 

a)  aid  coaaand  to  develop  personnel  and  obtain  desired 
performance 

f)  assist  In  evaluating  qualification  for  promotion 

g)  other  (please  indicate) 
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7.  I believe  the  Fitness  Report  System  is  effective  in 
implementing 

a)  aid  in  annual  adjuscnant  of  the  lineal  list 

b)  aid  in  separating  personnel  who  aren't  performing 

c)  provide  feed  back  to  aid  Che  rated  officer  in 
developing  professional  skills 

d)  aid  in  the  assignment  process 

e)  aid  command  to  develop  personnel  and  obtain  desired 
performance 

£)  assist  in  evaluating  qualification  for  promotion 
S)  ocher  (please  Indicate)  ________________ 

8.  I feel  that  a system  whereby  poor  or  marginal  performers 
- in  the  grades  0-4  and  0-5  with  less  Chan  twenty  years 

service  could  be  separated  with  severance  pay  would  be 
beneficial  to  the  NOAA  Corps. 

9.  I feel  that  a system  whereby  subordinates  rate  superior 
officers  would  be  beneficial  to  the  NOAA  Corps. 

10.  1 feel  that  a mechanism  to  incorporate  peer  group 

ratings  into  the  Fitness  Report  System  would  be 
beneficial  to  Che  NOAA  Corps. 

Section  II  Miscellaneous 


11.  If  I were  to  weight  performance  measures  of  NOAA  Corps  Fitness  Report  in  Section  8, 

1 would  give  the  heaviest  weight  factor  to  the  following  performance  area(s)  . Leave 
blank  if  you  consider  all  areas  of  equal  Importance. 


12.  What  weight  should  EEO  performance  receive? 
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13.  Do  you  recommend  deletion  of  any  areas  listed  in  Section  8 
as  being  either  too  subjective  in  nacure  or  irrelevant  as  a 

performance  measure?  If  so,,  which  ona(s)?  _ 

14.  Have  you  ever  written  a rebuttal  to  what  you  consider  an 
unfair  fitness  report?  Mark  NA  if  you  have  never  received 

what  you  consider  an  unfair  report.  

15.  If  you  have  any  comments  regarding  our  Fitness  Report  System  from  a rated  officers 
viewpoint,  use  the  space  provided  below. 


Part  III  - To  be  completed  only  be  officers  who  have  evaluated  subordinates  on 
NOAA  Form  56-6 

Section  I 

1.  Based  on  the  100  point  total  in  Section  8,  what  is  the  approximate 

point  score  that  you  have  given  your  rated  officers?  _____ 

2.  What  approximate  percentage  of  officers  have  you  rated  poor  in  any 

category?  _____ 

3.  Under  Section  9,  Desirability,  what  approximate  percentage  of 

officers  have  you  indicated  chat  you 

a)  Prefer  Not  To  Have  _____ 

b)  Satisfied  To  Have  _____ 

e)  Pleased  To  Have  _____ 

d)  Prefer  To  Most  _____ 

e)  Particularly  Desire  ___ 

4.  How  many  officers  have  you  recommended  for  advancement  on  Che 

lineal  list?  


5.  How  many  officers  have  you  recommended  for  separation  or  a drop 
in  lineal  number? 


••1 
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Section  II 

6.  I feel  the  mechanisms  {or  advanceaent  on  the  lineal 
llac,  separation,  and  setting  back  on  the  lineal  list 
are  operating  properly. 

7.  I feel  ay  evaluations  are  characterized  by 

a)  an  on  going  process  In  which  I actively  coach 
subordinates  and  cooaent  on  their  performance 
throughout  the  racing  period. 

b)  a Joint  effort  by  myself  and  ocher  top  members  of 
a command  providing  Input  to  Che  evaluation  of 
aubordlnates . 

3.  I feel  that  training  in  personnel  evaluation  would  be 
beneficial  to  me  in  aiding  me  to  better  evaluate  my 
subordinates. 


o 

a 


£ 

*1 


* 
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9.  If  you  have  any  further  comments  concerning  our  Fitness  Report  System  from  a 
racing  officer's  viewpoint,  use  the  space  provided  below. 
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'•  “*  APPENDIX  C: 

SELECTED  REFERENCES  FROM  THE  NOAA  CORPS  BULLETIN 


U.S.  DEPARTMENT  OF  COMMERCE/  National  Oceanic  and  Atmospheric  Administration 


v 


Volume  4,  Number  12 

PAY  RAISE  - THREE  WAY  SPLIT 


INFORMATION  OF  INTEREST  TO  NOAA  COMMISSIONED  OFFICERS 


1 October  1974 


Public  Law  93*419,  approved  Sepcember  19,  1974,  revised  che  method  of 
allocating  comparability  pay  Increases  for  active  duty  members  of  che  uniformed 
services.  All  pay  raises  on  and  after  Sepcember  19,  1974  must  be  distributed 
equally  among  basic  pay,  quarters  allowances  and  subsistence  allowance.  For 
example,  on  October  1,  1974  General  Schedule  Civil  Service  employees  received 
a 5. 5211  pay  Increase.  The  new  law  requires  that  the  basic  pay,  quarters 
allowances  and  subsistence  allowance  for  uniformed  service  members  each  be 
Increased  by  the  same  5. 5211.  The  new  October  1,  1974  pay  rates  are  shown  in 
che  attached  pay  table. 


NOAA  PERSONNEL  HANDBOOK 

The  NOAA  Personnel  Handbook  describes  detailed  procedures  for  '‘employees" 
filing  grievances  and  appeals.  NOAA  Corps  officers  do  not  fall  within  Che 
legal  definition  of  "employees'*  and  therefore  are  not  covered  by  such 
directives  unless  the  directive  specifically  covers  "all  NOAA  employees 
and  coomlssioned  officers.”  All  officers  should,  however,  understand  that, 
although  certain  procedures  are  noc  applicable,  the  Director,  NOAA  Corps 
believes  chat  similar  mechanisms  should  be  available  for  officers. 

At  present,  officers  being  considered  for  actions  which  could  be  considered 
as  "adverse"  are  nocified  by  che  Director  of  the  recomnendation  of  the 
Officer  Personnel  Board.  They  are  given  ample  opportunity  to  rebut  the 
charges  and  in  serious  cases  are  invited  to  meet  with  the  Board  if  they 
so  desire.  In  extremely  serious  cases  they  may  be  ordered  Co  meet  with 
the  Board.  If  they  desire  they  may  bring  a lawyer  to  the  hearings.  Upon 
review  of  the  record  che  Director  acts  upon  che  Board's  final  recommendations. 

The  test  applied  to  all  decisions  of  this  kind  Is  whether  a disinterested 
third  party  would  arrive  at  che  same  conclusion  upon  review  of  the 
documentation.  In  doubtful  cases  che  Board  itself  usually  resolves  them 
In  favor  of  the  individual. 
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While  not  required  Co  do  so,  Che  Director  will,  upon  request  of  the 
Individual  officer,  forward  Che  complete  file  to  the  Associate  Administrator 
for  final  review.  This  will  be  done  Co  Insure  that  a fair  and  Impartial 
result  has  not  only  been  produced,  but  chat  the  officer  himself  may  be 
reassured.  In  excremely  serious  cases,  Che  President  himself  could  be  asked 
to  revoke  Che  cotnsisslon  of  an  officer. 


PROMOTION  TO  LTJC  AND  PROMOTION  REGULATION  CHANGE 


Based  on  Che  presently  authorized  scrength  uf  3S8,  Che  NOAA  Corps  Is  llmlced 
to  293  officers  In  those  grades  above  ensign.  Projections  concerning 
appointments,  resignations  and  retirements  show  Chat  abouc  mid-October  1974, 
this  ceiling  will  be  reached.  Thus,  at  that  time,  Che  promotion  from  ensign 
Co  lieutenant  (junior  grade)  can  no  longer  be  effected  upon  completion  of 
fifteen  (15)  monchs  of  service,  and  promotions  can  be  made  only  as  vacancies 
occur,  l.e.,  someone  resigns  or  retires  - Chen  someone  gees  promoted. 

The  present  projections  for  resignations  and  retirements  show  Chat  this 
situation  will  exlsc  through  the  remainder  of  chis  fiscal  year.  It  is  coo 
early  Co  make  predictions  for  FY76,  but  there  is  a ray  of  hope  on  the 
horizon.  The  FY76  NOAA  budget  contains  an  Increase  of  30  officers  which 
would  raise  the  authorized  strength  from  358  to  388.  I_f  this  passes,  it 
appears  that  promotions  to  lieucenanc  (junior  grade)  would  move  back  in  line 
with  current  policy. 


Officers  who  are  entering  Che  zone  at  this  time  are  reminded  chat  timely 
completion  of  the  course  requirements  with  certification  to  Commissioned 
Personnel  Division  Is  very  imporcanc.  In  che  early  monchs  of  chis  year, 
when  promotions  were  being  made  as  vacancies  occurred,  a number  of  problems 
were  brought  out  because  of  late  course  completions.  The  present  regulation 
(NDM  56-46  "Commissioned  Officers-Promotion")  does  not  adequately  define  late 
completion  of  the  promotion  requirements.  Thus,  the  Officer  Personnel  3oard 
has  recommended  and  R.  Adm.  Nygren  has  approved  that  che  regulation  be 
amended  as  follows: 

(1)  All  officers  are  considered  to  have  sufficient  time  In  which  to 
complete  che  requirements  prior  to  the  date  of  eligibility,  excepc 
In  those  cases  where  advanced  scandlng  has  been  granted. 

(2)  It  is  the  responsibility  of  che  officer  to  furnish  che  Chief, 
Commissioned  Personnel  Division  with  copies  of  the  final  course 
completion  certlficate/grade  report  proving  satisfactory  completion 
prior  to  che  date  of  eligibility. 


(3)  If  che  written  examination  or  final  course  completion 
certificate/grade  report  has  not  been  received  by  the  Chief, 

Conmlssloned  Personnel  Division  prior  to  the  date  of  eligibility, 

but  is  received  prior  to  che  occurrence  of  che  vacancy;  then  the  officer 

shall  not  be  penalized. 


CAREER  COUNSELING  PROGRAM  RECOMMENDED 


Id  recent  years  NOAA  has  expanded  Co  encompass  many  diverse  disciplines 
and  professional  Interescs  related  Co  che  oceans  and  acsx>sphere.  The 
NOAA  Corps  has  grown  co  meet  chese  needs.  As  a resulc,  we  have  officers 
In  a spectrum  of  scleadflc  fields  ranging  from  electronics  and  geodesy  co 
atmospheric  physics  and  fisheries  management. 

The  recent  OPERATION  FORESIGHT  Conference  recognized  a future  role  for  Corps 
officers  as  mobile  scienclsts/managers  In  a variety  of  scientific  areas. 

To  fulfill  the  Corps'  expanded  mission,  they  recommended  Chat  an  active 
career  counseling  program  be  established  to  acquaint  young  officers  with 
professional  opportunities  in  NOAA.  This  service  would  provide  a mechanism 
whereby  officers  with  similar  career  interescs  could  comunlcace  on  a personal 
basis  to  discuss  coanon  problems,  such  as  possible  assignment  openings, 
graduate  training  potential  and  professional  development.  The  counselor 
could  also  act  as  feedback  to  the  Assignment  Board  in  its  deliberations. 

The  Director,  NOAA  Corps, would  like  to  solicit  your  help  in  creating  a pool 
of  experienced  Corps  officers  who  would  be  willing  to  provide  counseling  in 
their  special  technical  area  on  request.  If  response  to  this  proposal  is 
favorable,  this  office  will  publish  a list  of  participants,  broken  down  by 
geographical  area  and  fleld(s)  of  interest  (e.g. , Coastal  Mapping  and 
Charting;  photogramnecry,  tides  and  currents).  If  you  would  like  to  become 
Involved  with  chls  program,  please  advise  in  writing,  indicating  the 
particular  area(s)  In  which  you  feel  most  competent  to  counsel.  This  is  a 
voluntary  program  and  only  you  can  help.  Response  should  be  directed  to 
Director,  NOAA  Corps  (NC),  Rockville,  Maryland  20352. 


MOUNT  G ESTER 

In  a recent  listing  of  36  new  Antarctic  feature  names  honoring  uniformed 
service  personnel  having  served  in  support  of  U.S.  scientific  research  in 
gN.  the  Antarctica,  Lieutenant  Ronald  J.  Coster,  former  NOAA  Corps  officer, 
was  Included  as  one  to  have  a mountain  officially  named  "Mount  Cester." 

The  name,  prooosed  by  the  Advisory  Comnlttee  on  Antarctic  Names  and  cleared 
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OFFICIAL  INFORMATION  FOR  NOAA  COMMISSIONED  OFFICERS 


Volwee  5,  Number  5 


1 March  1975 


The  President's  budget  co  Congress  contains  the  following  under  Science  and  Technology,  NOAA:  Quota.  For 

expenses  necessary  for  eha  National  Ocaanlc  and  Atmospheric  Administration axpansaa  of  an  authorized 

st rang th  of  388  commissioned  officara  on  tha  active  list;  pay  of  comlssloned  officers  retired  In  accordance 

with  1 aw  and  payments  under  the  Retired  Serviceman's  Family  Protection  and  the  Survivors  Sana fit  plans; 

Unquote. 


As  you  may  know,  the  United  Ha  clone  has  designated  1975  as  International  Woman's  Year  in  order  to  recognize  and 
highlight  the  contributions  women  are  making  at  every  Level  of  our  society  in  all  parts  of  the  world.  Ihe 
President  has  Issued  a proclamation  asking  chat  we  all  work  together  to  make  1975  an  outstanding  year  for  women 
In  the  United  States,  with  special  emphasis  on  support  of  the  activities  and  observances  co  be  arranged  under 
the  auspices  of  the  United  Nations. 

Or.  Robert  M.  White  in  a NOAA  Week  message  stated  recently  the  intent  in  1975  "to  turn  the  spotlight  on  che 
specific  accomplishswncs  of  women  In  NOAA  as  part  of  our  observance  of  International  women's  Year.'' 

The  Administrator  went  on  co  say  chat  he  looked  forward  co  "NOAA's  developing  and  expanding  career  opporcuntcles 
for  women  through  aggressive  recruitment  and  cralnlng  programs  In  professional , cachnlcsl  and  administrates 
disciplines." 

The  Director,  NOAA  Corps  and  represents  elves  of  hie  office  have  been  actively  engaged  with  the  EEO  Committee  of 
NOAA  Including  che  Subcommittee  for  Women;  end  with  the  NOAA  Federal  Women's  Program  Coordinator.  Since  our 
women  commissioned  officers  have  generally  bean  on  field  assignments  co  date,  chls  facet  of  EED  has  been  covered 
by  che  NC  staff. 

This  year  It  la  planned  Chat  SEP  Awerenese  Day  will  consist  of  two  luncheon  meetings  with  key  speakers  in  che 
Washington,  0.  C.  area,  focusing  on  che  Incernacional  Women's  Year.  All  chose  Washington  area  commissioned 
officers,  as  possible,  are  urged  co  actend  chase  luncheons,  che  flrsc  of  which  is  scheduled  for  April  25.  1975 
at  Boiling  Air  Force  Base  Officers  Club.  Please  be  on  che  lookout  for  Che  posted  details. 


The  NOAA  Corps  has  been  scrutinised,  evaluated,  audited,  and  probed  regularly;  chls  is  certainly  proper.  These 
exercises,  with  several  exceptions,  have  been  performed  by  agencies  outside  of  che  Corps  Itself.  The  most 
recent  Internal  speculation  cook  place  several  years  ago.  It  wea  deemed  important,  therefore,  co  review  the 
Corps  mission  and  methods,  but  co  do  it  "In  Che  family,"  In  a free-wheeling  Imaginative  style,  and  In  a modest 
way.  Thus,  In  September  1974,  arrangements  were  made  for  a two- day  conference  of  representative  officers  from 
the  Washington  Metropolitan  Area  to  make  this  inquiry  into  che  long-range  evolution  of  the  NOAA  Corps  is  picture 
appears  In  NUAA  Week,  October  18,  1974). 

Cone lue lone 

I.  Priority  for  NOAA  Corps  lnvolveawnt  In  national  program  requirements  (emphasis  on  colloctlon  and  analysis 
of  envtronmontal  data). 


1.  Mapping,  Charting, 

Ceodasy 


2.  Oceanography 
A.  Physical 
I.  Chemical 

C.  Biological,  including  Fisheries 


3.  Atmospherics 


Earth  Sciences 
A.  Seismology 
g.  Geo  logy 
C.  Land  Measurement 
0.  Land  Ecology 
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• I.  Potential  assignment  In  above  programs  would  avolva  through  such  elements  aa  cha  following:  Acquisition, 
••rocoaaing,  analysis,  assessment  and  decision-making,  produces  and  services,  problem- re  laced  rtaaarch  (direct 
a future  program  support),  environmental  Monitoring,  "Think  Tank*  research,  and  higher  achaton  program  adminls- 
tratlon,  management,  and  coordination  (national  and  international). 

Finally,  no  diract  pare  in  enforcement  aetlvltlaa  waa  anvlaagad  for  NOAA  Corpa. 

111.  What  would  tapacc  bo  K NOAA  Corpa  worn  dissolved? 

1.  Initially  vary  licela. 

2.  Iha  gradual  aroding  of  poalcivo  faaturaa  auch  aa;  lack  of  personnel  nobility,  lack  of  structure  aboard 
ship,  ate. 

3.  Hie  gradual  reinveaclon  of  all  the  present  aleaents  of  Coesiisaloned  Corpa  in  perhaps  a slightly  different 
fora  or  perhaps  segnentad,  but  nonetheless,  essentially  with  our  makuup. 

IV.  If  there  were  not  a NOAA  Corpa,  whac  are  the  reasons  for  inventing  one? 

1.  The  first  reason  is  connected  with  mobility,  both  In  the  sense  of  change  of  duties  and  In  permanent 
change  of  station. 

A.  Benefits  of  Corps-type  nobility: 

(1)  Changes  of  assignments  stimulate  the  mental  activity  of  the  Corpa  since  new  and  fairly  objective 
thoughts  ars  givan  to  projects  undertaken. 

(2)  Top  nanagemanc  is  afforded  great  flexibility  and  ucillxaa  a segment  in  human  resources  for  fill- 
ing short  term  functions  or  in  changing  functions;  cor  inacanca,  a ICDR  can  ba  utilised  in  fill- 
ing a CS-14  position  or  a CS-12  position. 

(3)  Mobility  provides  a mechanism  for  handling  a remote  duty  task  of  a varying  nature. 

(4)  It  provides  cross- pollination  with  othar  members  of  NOAA  and  the  Corps. 

(3)  le  provides  a dinars  for  the  development  of  management  generalises. 

1.  Deficiencies 

(1)  It  can  impede  or  Inhibit  technical  specialises  (which  may  be  beneficial). 

(2)  Learning  time  losses  exist  in  this  mods  of  operation. 

2.  The  second  poslcive  aspect  of  the  Corps;  personnel  structure  (Che  grade  is  attached  to  an  individual 
ae  opposed  to  a grade  attached  to  a position). 

A.  Benefits 

(1)  The  officer  posseses  more  objectivity  chan  his  Civil  Service  counterpart  because  of  the  nature 
of  ch«  competition  for  advancement.  By  scroaibling  over  others,  he  will  not  enhance  his 
position;  l.e.,  he  is  probably  more  secure  in  his  position  and  will  be  promoted  unless  he  does 
poorly. 

(a)  There  Is  a charisma  associated  with  group  identity  which  generates  esprit  de  corps. 

(2)  See  operations  are  enhanced. 

fa)  Operational  efficiency  exists  due  to  a specific  organisational  structure  aboard  the  ship. 

(b)  A broad  or  balanced  overview  is  within  che  officer's  grasp;  chta  means,  for  example,  chat 
an  officer  would  know  better  than  to  cry  to  dock  a ship  under  certain  haaordous  conditions. 

A scientist,  however,  may  not  know  this  informuc ion,  furthermore,  he  is  obligated  to  con- 
centrate on  che  strictly  scientific  aspects  of  che  operation. 

I.  Deficiencies 

(1) Beceuse  of  the  nature  of  the  structure,  talenced  and  hard-working  officers  may  not  necessarily 
be  rewarded  for  their  talents  and  hard  work. 

(2) Specielisatlon  and  depth  of  knowledge  are  inhibited  in  some  meeeure  since  che  officer  should  be 
both  e "ship  driver"  and  a scientist. 

3.  Uniforms 

A.  Benefits 

(1)  Role  identification  and  discipline  are  che  leading  positive  factors  associated  with  che  uniform. 

(2)  The  NQAA  Corps  uniform  represents  an  association  with  traditional  seagoing  officers. 

B.  Deficiencies. 

(1)  Sometimes  there  is  a derogatory  connotation  associated  with  the  military-tvpe  uniform. 

(2)  Setting  oneself  apart  has  certain  negative  aspects;  i.e.,  there  In  always  some  resentment  coward 
people  who  sec  themselves  apart  from  others,  particularly  by  chose  who  exhibit  non- leader  traits. 

4.  Commissioned  status 
A.  Benefits 

(1)  There  Is  the  ever-present  question  as  to  when  we  would  he  transferred  to  che  armed  services. 

In  Clmes  of  emergency  there  should  be  oasy  assimilation. 

(2)  The  Coral  salon  again,  through  cha  titles  and  ranks,  re-enforces  our  rote  identity. 

I.  Deficiencies 

(1)  Again,  che  connotation  of  cha  military  may  nos  ba  beneficial. 

V.  A view  of  tha  NOAA  Corps  by  1984. 

1.  In  1984  NOAA,  or  its  successor,  will  lie  involved  in  j larger  number  of  technical  and  scientific  disci* 

pllncs.  This  will  require  chat  the  NOAA  Corps  bo  made  up  of  officers  with  a larger  varictv  of  technical 

backgrounds , even  more  Ph.tt'  *». 

2.  All  of  fleers  Jkmi  Id  begin  their  careers  with  a technical  base;  sea  duty  must  be  an  earlv  part  ui  the 
career.  Toward  the  latter  pare  of  their  careers  (he  great  majority  of  officers  will  be  generalists  with 
background  spec  fait  (eg  in  various  disciplines. 

3.  By  1984,  data  acquisition  and  analysis  will  be  much  .idvanccd  and  there  will  prohnhlv  be  much  less  "hands 

on  In  tin  process.  Iks  Corps  officer  will  be  a designer,  coordinator  and/or  manager  o»  data  systems, 

data  acquisition  and  data  analysis. 
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I.  With  IU«pK(  to  NOAA  ky  M.k  i.  connection  with 

*•  5£=r  ^Issrals.tass  ~ 
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3 ^lrj«SlChl“;<~ndln,  officers  of  MU  «.«!.  b.  sal-tad  selely  - their.. penance  aed  flt- 

4;  jrisnsi  “ srAsr-t:  r.^  siirsi-..  * - 

l Uo  -■  chat  no  Maker  of  the  on  serve  for  aore  ehaa  four  years. 

»;  Ha  racoeaand  that  on.  m-kar  of  the  <M  k.  aaal««d  full  tlM .“o'^Im  for  a -r.  expanded  CoMt.al.Md 
7.  Flexibility  should  bo  creacad  10  the  selection  criterion  so  aa  to  allou  tor  a xy 

Corfto 

m-  SL  tr.l.lnf  sod  education  to  r.flMt  th.  al.slo.  and  r^ulro- 

7.  training  and/or  adv.«ad  location  should  b.  s ^atory  ' "ntt l.!"^"t— 

la  la  addition  to  tralnln*  or  aducatlon  coaolated  at  th.  tlM  Of  throughout  an 

3.  There  should  bo  foraol  (12-1*  aootho)  scadaslc  tralnln*  appro.lMt.ly  svery  six  y 

* Thoro*shou Id'be^ nhou.s  tralnln.  on  th.  various  fac.t.  of  NO**  peri-ically.  this  shMld  be  acc— 

si^^hai-rs^ii:'^  cco~r::*«n"  ru:rr  ni£t.rr- 

IV-  rSST— u k0  . sponsor  for  a.ch  snd  svory  off.car  In  th.  Corp.  vlth  hl*hly  .«!«  coun.aU.,  .. 
every  opportunity. 
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tPtClAL  tCCOCHITlPn 

th.  D1  roc  tor.  NOAA  corp.  tab.,  .rest  pl.a.ur.  in  raportln.  th.  follo-ln,  sp«Ul  rac*»l«l.n  of  Corp.  off.cara: 
Jamat  C.  Crvnu.ll  ha.  mslnd  a Latter  of  Co^ndatloo  !ro-  DlrMtor.  NOS  < and  the 

^;r:^r«,FrMvi:trBs::ilr:“r^i^o^ii:n;trth:u*:irto:^ntMcr.n;*=ontti^.ion.  «h. 

^ZHlitT..tIn..t.".nd  fl«!l  stating  for  CATC,  snd  throu.h  th.  d.-.ta,ln,  operations. 

HOAA  Slip  FMMATW,  particularly  In  area,  of  operation,  efficiency  end  econony. 
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OFFICIAL  INFORMATION  FOR  NOAA  COMMISSIONED  OFFICERS 


WbIum  3,  Number  S 


1 April  1975 


VOLUNTEERS  rot  CAREER  counseling 


The  OlrKtor,  NOAA  Corps  is  p lasted  co  announce  the  names  of  those  officers  who  have  expressed  their 
vlllingneas  to  provide  counseling  to  younger  officers  la  need  of  career- related  information.  As  we 
have  stated  la  the  November  1974  and  January  1975  Issues  of  the  Corps  bulletin,  we  sincerely  hope  that 
this  service  will  provide  the  mechanism  whereby  officers  with  similar  career  interests  can  coamnlcata 
oo  a personal  basis,  co  discuss  common  problems,  such  as  possible  assignment  openings,  graduate  school 
potential  sad  professional  development. 


To  date,  the  following  officers  have  volunteered  to  participate. 


Captain  C.  William  Hayes,  Code  HN4/K0AA,  « SC-5,  Rockville.  Tal.  301-494-8291.  Principal  area  of 
interest : Public  Administration. 


Coamander  Robert  L.  Sandqulat.  Code  Rfx92;  RFC,  POC/OL/NOAA.  3400  Ml  39th  Ave. , P.  0.  Ron  490197, 
NlernA.  PL  33149.  Tel  305-526-2934.  Principal  areas  of  Interest:  Aviation  including  large  and  small 
aircraft  operations,  staging  and  logistical  requirements,  severe  weather  flying  and  airborne  renote 
sensing;  aud  Related  fronton  Missions  including  planning  ana  operations. 


CovModer  John  0.  Bossier,  Code  Cln2;  MGS,  NAD/ NOS/ NOAA.  Rockwell  Bldg. 
Principal  area  of  Interest:  Earth  eclemcea.  particularly  geodesy. 


Rockville.  Tel  301-496-6100. 


Jamas  Collins,  Coda  Clxl;  NGS/ NOS/ NOAA,  WSC-1,  Rockville, 
ef  interest:  Geodesy  and  hydrography. 


Tel.  301-496-4710.  Principe  1 areas 


andar  Richard  H.  Allbritton,  Code  W161,  NWS/ NOAA,  Cramax,  Silver  Spring,  M4.  20910.  Tel.  301-495- 
7382.  Principal  areas  of  interest:  Ocean  sciences  and  research,  particularly  as  related  to  the 
sdeelons  of  ERL,  (6/S,  etc. 


a-  John  W.  Carpenter,  Code  C17,  MCS/N0S/NQAA,  WSC-1,  Rockville.  Tel.  301-496-9792.  Principal 
area  of  Interest:  Geodesy. 


Lieutenant  Coassandar  Carl  W.  Fisher,  Coda  C33,  MS4M/N0S/N0AA,  WSC-l,  Rockville.  Tel.  301-496-8274. 
Principal  area  of  interest:  Wiyslcal  ocaanoeraohy. 


Lieutenant  Conmandar  A.  Y . Bryson, NOAA  Ship  Townsend  Cromwell,  PMC/ NOS/ NOAA,  1801  Palrvlew  Avenue  East, 
Seattle,  WA  98102.  Principal  areas  of  Interest:  Manned  undersea  activities,  including  habitats,  sub- 
nerslblea  and  diving. 


Lieutenant  Donald  L.  Suloff,  NOAA  Ship  Peirce,  AMC/N0S/N0AA,  439  West  York  Stroot.  Norfolk,  VA  23510. 
Principal  areas  of  interest:  Hydrography,  airport  surveys  and  coastal  napping. 


Lieutenant  Craig  S.  Nelson,  PEC/tMFS,  7.  Fleet  Numerical  Weather  Central,  Menteray,  CA  93940.  Tal.  408- 
375-0333.  Principal  areas  of  Interact:  Phralcal/flaherlea  oceanography.  Alee  Information  on  the 
Navel  Postgraduate  School  at  Monterey,  CA. 
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Covnelora  are  tiM  M »int«  appropriate  and  concruetlv.  feedback  to  chu  office  and/or  cho  Officer 
^Tt— fc.rd.  ocher  lataraacad  older,  an  levied  to  join  chi.  nUnt«7  pro«ra.,  and  ny  do  ao 
ay  nan  dlrnced  to  chn  Olraetor,  NOAA  Com,  Coda  NC,  lock  villa,  Maryland  20»i2. 

nnaa  AUA1D  U»»OM 

„„  thoartt.  ovar  a ynr’a  -arth  of  review,  and  tb.  oaual  ««•(  .dl.l.trattv.  an  lo*l.cie.l 
^hl^wllhoSc  NOAA  and  ch.  U.5.  Any1,  loatltun  of  Haraldry.  cha  NOAA  Cory*  baa  fuully  proevnd 
r«U. «Ub  of  itavary  own  ribbon . nchorl.ad  by  «*  to  b.  won  by  anfon-d  tnlplanc.  of  « »o*a 

IMrdla 

OM  baa  baoo^doal«»d  .nlppUtacton  la  to  anrually  racotnlaa  anloyaoa^for 

srsas  :r^rrto0f-:^r:iTnr:irr™J  rs:  zszzzs  ~ 

pro|Tiw  of  SOI*. 

b Proaraa  Ad.lnlacr.clo.  and  Manaiannt  Award  la  to  annually  racotnlaa  NOAA  anployen  for 
alanflont  £££•£!?£  tba  or  ad.lnl.tr.tlo.  of  NO**.  It  aboold  atlnal.t.  Mrthar 

contribution  fro.  both  aelantlfle  and  non-aolontlfle  aroaa. 

. Award  (nr  Sclantlflc  teaeerch  and  Achlavanot  la  Co  annually  rnotolae  MOM  anployaaa  for 
•ItolfUant  eontrlbutlona*co1acl,»tlflc  ranarcb  and  rtljn. it  It  £uld  atnulac.  raanreb  activity, 

attract  and  nttlo  outacandln*  aelantlfle  poraonnl,  and  enhance  the  i«|i  of  NOAA. 

4 award  for  Public  Sorvlco  la  to  annually  racotnlaa  NOAA  anloyna  for  attnlflc.nt  contribu- 
tion in  tba  public  aorvlca  proiran.  It  ahould  aclnuUC  furth.r  contribution  fro.  both  aclaotlfie 
and  non- aelantlfle  arua. 

- mhun  ...  prestigious  ward,  to  Individual.,  and  only  a United  —bar  are  »iv.n  out  aach  year, 

rtpl^  c£Llt£a  of  eaeeutlvee  of  roeo«nl.ad  at.ndln,  will  ravin  ch.  no-ln-tlona  of  lh.i>rceo..d 
candidates  and  nakn  apptoptlaca  racou^nd-tlona  concarnlnt  ..taction  of  ch.  avard  raelpleaca. 

Ih.  flnl  aaleceton  util  ba  nda  by  tba  Ad^nlacracor  of  NOAA, 

Tba  aacond  ribbon  baa  boon  daaltoad  (or: 

„ «iAA  unit  Citation,  tb.  purpoa.  of  thla  award  1.  to  racotnlaa  «roupa  of  nploy...  In  NOAA 
ubo  bacauaa^of* their  lUtvldnl  and  crtlntlw.  afforta.  hav.  nd.  .ubat.ntlv.  contribution,  to  th. 
programs  or  objoceivos  for  which  NOAA  waa  ascablishad. 

Ptnl  aoorova  1 util  ba  nd.  by  th.  Adnlnla tracer  of  NOAA  foUowtn.  conldor.tlon  by  and  the 

SSSET-  a^rlbbon  ^b^-Uacd 

iwrdt  for  individuals. 

snood  avarda  fdr  altb.r  of  tbd  abov.  ribbon  laaltna  ulll  b.  donocod  by  . 5/l»“  brona.  .tar 
•uporlaposod  on  cha  ribbon. 

approved  for  woar  on  cho  official  uniform. 

All  three  af  th.  abov.  ribbon  war.  attr.cclv.ly  d..l«nd  by  th.  Intltut.  of  Hor.ldry  l.  bora  of  vhlt. 
oa  two  abadoa  of  blue,  chvo  lnltlatln*  a WAA  "fanlly'  of  calora. 

Arronconnu  for  cho  L.uenee  of  cbooo  tlbbooo  to  pne  recipients  will  bo  an 
In  a forthcoming  Sullntln. 

SPECIAL  RECOGNITION 

Dlrntor,  NOAA  Corpa,  tab..  ,m.  plna-f  U ro^rtin,  ch.  f.llowln,  apni.l  munition  nf  Corp. 
offtcara: 

. W-  . . h.a  haaa  awarded  a Special  Aehlevannt  Award  with  caeh  award  In  rncotnlttoc 

S«^Sr=SsK=rJ  s rrsar  - 


.ad  aa  toon  aa  poeelbla 
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U.  S.  DEPARTMENT  OF  COMMERCE/ National  Ocaanlc  and  Atmospharic  AdmlnlstnUon 


ValoM  5,  Nuabar  12 


1 October  1975 


wow  THf  anttTW-i  MS 

Quota  fron  Alfrod  North  Whitehead  in  "Science  and  tho  Modern  World":  Tho  roto  ot  progress  is  such  that 
•a  Individual  htain  bains,  of  ordinary  lansch  of  Ilia,  vill  ba  eallod  upon  to  face  noval  altuaeiona 
uhlch  find  no  parallal  in  hla  paac.  Thn  fix  ad  paraon,  for  cha  fined  duclaa,  who,  in  oldar  aoelaclaa 
van  such  a godaaod,  in  Cha  future  will  ba  a public  dan«ar." 


COIBSLINB  TON  OPTICER  PROMOTION 


JLa  officer's  professional  qualifications,  dtnasa,  and  potential  for  preaotlon  ara  dacarninad  by 
(1)  analyclns  hla  anclra  record,  and  «)  cha  Judgoeot,  coUaetlvaly,  of  cha  Offlear  Personnel  Board, 
dacarolnlng  hia/har  uorthlnaaa  for  promotion,  cha  annlyala  and  dallbaraclona  of  cha  Offlear  Paraonnal 
Board  comprises: 


In 


A.  Sonatal 

j,  ability  to  aolvo  problaaa,  sake  duels  Iona,  and  aaauao  lneraaaad  raaponolblllcy. 

I.  Profaaalooally  coopacenc  with  self- lap  rovemaoc  exhibited. 

).  Pro  fie  looey  in  praaanc  and  paat  «« si  cannot  a within*: 

a.  degree  of  laval  of  raaponalbtllty  e.  nosnituda  of  Input  into  oporatlona 

b.  typoo  of  aeslgnnancs  sod  duclaa  parfornad  d.  trend  of  profldancy  - up  or  doun 

4.  LaafCh  of  aarrlco*,  sanlorlty. 

J.  Uodorahtp , ua curley  - cha  ability  to  nanota. 

j,  wral  ataodarda,  eharactar,  aorvica  attieuda,  offices*  bearingjdasoeion  to  duty. 

7.  Conor  a 1 physical  condition  • USPHS  racomodeclona  towered  by  aarrlco  require— a ts. 

B.  Pltnaas  Banorta 

a da  called  ravtao  at  cha  Pltnaaa  Baporta  presents  the  me  sound  ]ud*onnt  for  select  ion  for 
,i,w  linn  Tho  paratraphs  on  spacial  skilla  and  tanaral  comnes  oo  performer  of  duty 
accentuates  cha  atraadtha  and  vsakeeasee  and,  over  a period  of  tine,  aacabllahea  a pattern  of 
par  forma  oca.  The  numerical  acorn  by  Itaalf  cannot  ba  utilised  aa  a pronotion  daCarranc  dua  to  cha 
Haaalblllty  at  darlvlnt  eomtlon  factors.  Thus,  axassl nation  of  cha  ritneaa  Baporta  nut  ba 
Papered  by: 

* Laatch  of  service  rodulnsnto  oo  papa  J. 
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1.  Che  type  of  observation  (familiarity  of  cho  rotor  with  the  rate#)  - dolly  or  Infrequent 
tone act, 

2.  length  of  assignment  covered  end  tine  In  the  assignment, 

3.  "Personal  equation'*  of  the  rater  • trend  of  hlo  rat  Inga  and  evaluations,  and, 

4.  possibility  of  "peraenellty  conflict." 


Ceaeid  responsibility  requires  so  officer  to  ieaonstrace  his/her  capacity  eo  exercise  authority 
ever  an  activity  or  sphere  of  operation,  found  responsibility  allows,  and  at  the  sane  tine 
requires,  an  officer  to  bring  his  shills  as  a nanager  of  personnel,  facility,  and  fiscal  resources 
to  beer  against  a Job  to  be  done.  This  capacity  eo  coanaod  well,  above  all  others,  provides 
demonstration  of  the  greatest  variety  of  abilities  for  evaluating  an  officer's  present  sod  future 
potential  as  a nanager  of  a uajor  activity  In  MOAA.  each  officer  should  strive  to  qualify  in  this 
capacity.  Proficient  performance  In  a counnod  aasigunenc  Is  evidence  of  ehe  officer's  leadership 
and  pro fees Iona l iso. 

However,  in  the  asslgaaenc  selection  process,  being  placed  la  coaaund  (or  similar)  position  is  s 
natter  over  which  the  officer  say  have  little  control.  Lack  of  contend  experience  will  not  become 
a factor  In  considering  the  officer,  If  this  factor  is  due  to  the  exigencies  of  the  service  and  Is 
not  due  to  his/her  vlllfull  avoidance  or  Ineptitude.  The  Officer  Personnel  Board  critically  re* 
vlewe  ell  available  Information  regarding  the  officer  In  determining  his/her  promotion  status  (as 
la  also  the  procedure  for  determining  lineal  placement). 

■quoting  the  general  concept  of  coaaand  versus  the  v«rlous  g redes,  ehe  following  potential  capability 
should  be  demonstrated  for: 

1.  Captain  - Class  I Ship,  director  or  associate  director  office,  chief  of  oajor  operational 
division,  staff  policy  development  assignment. 

2.  Coemandgr  - Class  II  Ship,  division  chief,  staff  program  control  assignment,  aircraft 
coordination. 

3.  Li.  Cnmndsr  - Class  III  Ship,  brsneh  chief,  staff  coordination  asslgnm-.t,  aircraft  command, 
chief  of  party, 

4.  Lieutenant  and  below  - asslgnaants  progressed  for  development  and  experience  aboard  ship,  field* 
at-large,  aviation,  operational  shore  offices,  and  administration. 

0.  Staff 

The  Corps  has  need  for  both  good  staff  officers,  and  coasaanders.  An  officer  who  has  demonstrated 
hie  competency  In  both  areas  Is  of  far  greater  value  to  NOAA  than  the  individual  who  excels  In  only 
one.  Staff  assignments  require,  in  addition  eo  problem  solving,  the  ability  to  cooaunlcate  with 
superiors  and  subordinates.  The  Officer  Personnel  Board's  evaluation  of  compatible  coasted  and 
staff  responsibilities  Is  stated  above. 

1.  pguimsiga 

RQAA  Is  broadening  its  requirements  for  specialised  abilities.  Thus,  selections  for  promotion  are 
becoming  more  difficult  and  more  Inport  ant  as  new  criteria  for  specialised  talents  become  ln- 
creeelngly  laportant.  To  maximise  the  officer's  strength  end  potential  in  a scientific  or  technical 
field,  particular  assignments,  coupled  with  sn  educational  and  developmental  pattern,  must  be 
fellmmd.  NOAA, with  lea  myriad  disciplines  and  phases,  has  fields  of  specialisation  unlqusly 
accoamoda table  or  fitting  for  a multiplicity  of  career  ladders.  Career  planning  patterns  must  be 
restrictive  — no  individual  can  become  sn  expert  or  even  reasonably  proficient  in  ell  ooeraclonal 
sed  sclent  11*:  fields  — and  acknowledge  spec lei last Ion  in  comprehensive  marine  surveys,  svlstloo, 
good try,  geophysics,  oceanography , biology,  mot aerology,  etc. 

Technological  breakthroughs  sod  legislative  charges  demand  that  continually  NOAA  develops  eod  mein* 
teles  the  ability  to  manege,  coordinate,  manipulate,  and  maintain  new  systems  and  concepts.  In 
seme  critical  speciality  srsas,  specialised  education  and  ssalgnmsnts  are  required  for  proficiency. 
Depend  Log  upon  the  particular  aptitude  of  the  officer,  end  NOAA's  relative  priority  or  demand  for 
this  particular  ability,  the  offlcer*epeelellst  nay  serve  in  various  combinations  of  repetitive 
eeeigiseents.  When  evaluating  specialists  sod  generalists,  the  contributions  being  borne  and  the 
demonstrated  ability  and  Indicated  potential  of  each  mist  be  weighed. 
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Dm  to  al|«clu  of  tho  Carp*  hm  offleon  have  had  etuUoribU  poac-graduace  school  log  while  on 
octlvo  duty,  while  ochoro  hovo  boon  denied  tho  opportunity  duo  to  no  fault  of  thotr  oho.  Tho  career 
rocord  and  potential  of  tho  of  floor  la  poraMunt,  with  post-graduate  oducatlon  not  accantod. 

r.  Do  rotatory  Xnfotoatloo 

Tho  relative  lMortanca  of  darogatlvo  Information,  aa  It  affoeta  pronotlon/llnool  poo  It  Ion,  la  tho 
purvlov  of  tho  Officer  Personnel  board,  determined  by  colloctlvo  judgnenc.  Tho  groataat  Height  la 
given  to  lnforaatlon  pertinent  to  the  aoot  recent  yeera  of  aervUo— tho  Board  having  pravloualy 
cone  Ida  red  ltcam  of  algnlflcant  lntaroat  la  prevloua  years.  Mistakes  chargeable  to  honest  but  ale- 
gulded  effort  (l.o.,  arrora  of  cosnlaalon  versus  errors  of  onlaalon)  should  not  nllltate  sgslnot 
favorable  asses saant  of  potantlal.  Uhon  lneaperlsneed  officers  era  exposed  to  heavy  responsibility 
and  problaa  solving  thara  la  loherant  opportunity  co  sake  mistakes.  Undue  consideration  of 
derogatory  Hill  not  bo  given  vhan  folloHad  by  continuous  proficient  performance  of  duty. 

Incidence  of  a disciplinary  scclon,  or  failure  lo  Integrity,  are  weighed  against  the  officer's 
career  rocord.  Thus,  a good  officer  can  atone  for  peat  Indiscretions  with  no  reparcuaslona.  How- 
over,  non- selection  properly  can  be  baaed  on  e major  disciplinary  action,  by  failure  la  Integrity, 
or  turpitude. 

C.  Educational  Requirements 

A a am  officer  prograaaeoa  through  his/her  career,  each  officer  oust  seek  and  successfully  collate 
periodic  training  to  Uni  rove  supervisory,  managerial,  and  professional  skills.  Sy  acacutas  - 33  USC 
8S3J  and  S34--a  mental  examination,  aa  well  as  a physical  examination,  la  required  for  promotion. 

Tho  Officer  Personnel  Board  mist  assure  Chat  tho  officer  being  considered  for  promotion  la  deve lop- 
lot  professionally. 

Prior  to  being  considered  for  promotion  to  IXJC,  one  correspondence  course  la  required  and  for 
promotion  to  LT.  two  additional  courses.  Ooa  of  Che  throe  courses  must  be  COJIAV  uni  sac  reived 
under  NW  36-46. 

for  promotion  to  LCD*.  an  assay  axanlaacloa  la  required  on  apeclfled  topics  on  IMAA's  purpose,  pro- 
grama,  organisation,  and  affactlvanesa,  and  the  role  of  tho  SUAA  Carps.  A bibliography  la  furnished 
each  IT  lo  preparation  for  this  examination.  Suggested  prograanmclc  and  organisational  nodlfleatlona 
or  l^rov amenta  la  an  asaencial  element  of  the  eaeay. 

Participation  In  HOAX' a executive  and  managerial  programs  la  atraaaed.  Additionally,  each  officer 
should  assure  chat  his/her  eervlca  rocord  lists  awards  racalvod  and  publications  accepted. 


Present  length  of  service  Aedutremenca  (aa  of  1/1/75): 


1 

Minis—  period  when  vet 

:ancy  exlaca 

(If  othorwlsa  qualified) 

! 

CAFT 

IS  yra. 

CD* 

10  yra. 

_ 

LCD* 

6 yra. 

LT 

3 yra.  3 

■01. 

LTJO  (T) 

1 yr.  3 

aa. 

Mania—  period  without 

vocoacy  (If 

otherwise  qualified) 

CAPT 

30  yra. 

CD* 

21  yra.' 

LCD* 

14  yra. 

LT 

LXJG  (P) 

7 yra. 

3 yra. 

All  Mtarlal  aubmittad  for  promotion  to  tho  grads  of  ICDt  la  reel  owed  by  the  individual  members  of 
tkm  Officer  Per— ml  Board  tai  by  the  Director  of  the  Corps.  The  Board,  after  discussion  of  each  cas< 

a-  wrofrUto  action  to  the  Director.  To  date,  — detailed  critiques  hove  been  aeot  beck  to 

Che  effieare  concerned , prlanrlly  because  of  tho  heavy  administrative  workload  In  the  office. 

It  1.  apparent,  heueew.  that  many  officers  do  net  completely  under. trad  the  roooon.  for  the  present 
praecteee.  The  above  "Culdallnea  for  Officer  Promotion"  wora  properad  by  tho  Officer  Psr.onnal  Board 
te  sever  ill  promotions,  and  may  bo  helpful,  lo  addition,  however.  In  the  caaa  of  promotion,  to  ICOt 
the  following  flv.  criterion  are  u.od:  1)  Understanding  of  NOAA  Corps  -roxram  Activities.  *>  «">'«- 
■uadlm  of  XO*A  Corps  Bale,  3)  Accuracy  of  Macarlal,  4)  Clarity,  and  3)  Constructive  pagination. 
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Officers  up  for  promotion  to  LCD*  or*  Journeymen  offlcora.  They  hava  already  participated  la  oaa  or 
two  propria  araaa  and  Chair  performance  haa  booo  avaluatad  la  choaa  Jobe.  We  do  noc  know,  hawavar, 
bow  auch  chay  hava  learned  about  NOAA  aa  a who  la.  Aa  NQAA  Corpa  Offtcara  ebay  ara  aapaccad  co  bo 
knowledgeable  to  aaa  degree  about  all  of  HOAX'  a prograaa  and  tea  total  organisation.  Many,  obvloualy, 
aro  ooc.  Tha  proootlon  axaa  proeaaa  la  doalgnad  partly  Co  aclwutaca  chan  Into  raaaarch  on  aapaeta 
of  (OAA  and  tha  Corpa  with  which  they  ara  not  fanlllar.  Thta  motivation  haa  baan  carrlad  up  fron 
pravtoua  practleaa  aa  a parfactly  valid  part  of  tha  aducatloo  and  evaluation  proeaaa. 

Offlcora  aro  alao  aapactad  to  bo  craatlva.  Innovative  and  original,  and  a^la  opportunity  la  provided 
to  nafca  auggaaclona  far  tha  battarnent  of  tha  aervlca.  Thla  la  a caat  of  peraonal  qualities  aonatlaaa 
oat  otharvtaa  docuaantad  In  cho  evaluation  ayataa.  Tha  a ran,  therefore,  la  noc  necaeaarlly  a caat  of 
what  you  hava  laarnad  or  ara  doing,  but  an  atca^c  Co  alao  you  up  aa  a future  loader  and  adalolacrator. 

Tha  followlt*  latter  la  praaantly  being  rant  co  l low  tenant  a la  cho  proantloa  aona  far  Lc.  Cdr.  coquetting 
awbolaaloa  of  aa  eaaay: 

Aa  a factor  la  dacondalag  your  profaaalonal  quallfleatlona  for  prooocloa  to  the  grade  of  llaucanaac 
caaawiW«r  la  accordance  with  cho  provlalona  of  paragraph  6d(6),  MDM  56-44,  you  ara  required  to  aubolc 
aa  eaaay  on  oac  of  tha  following  quaaclona.  To  aaatat  you  la  anowarlag  thaaa  quaaclona  and  co  broaden 
your  knowledge  of  NQAA,  tha  ancloaad  bibliography  la  auggaatad. 

(1)  What  progran  goala  should  bo  sac  by  NQAA  Including  tha  role  chat  tha  NQAA  Corpa  should  play  In  reach- 

a thaaa  goala,  and  Including  significant  accoopllahaanca  you  would  Ilka  to  aaka  personally?  la 
ltloa,  dtacusa  oaa  of  tha  araaa  under  (2)  below;  or 

(2)  Dlecuaa  any  throe  of  cho  following  araaa  Including  thalr  purpoee,  organisation,  and  affactlvaoaaa. 
Vkat  Iqm soaiiTs  would  you  aaka,  either  progranmatlc  or  organlzac tonally? 

a.  Saa  Craat  Progran 

b.  tovtmHnancat  Data  Sarvlca 

c.  Marina  Technology 

d.  Coaatal  Zona  Manages— t 

a.  Mapping,  Charting,  and  Ceodaay  Progran 

f.  Uvlng  laaourcoa  Progran 

g.  Marina  Beoayacana  Analysts  Progran 

h.  Near  teal  Tina  Forecasting  Prograaa 

1.  International  Sclar-lflc  Prograaa,  for  aaa— la,  SA*P 

J . Office  of  Float  Operations 

k.  Kanota  Sana  lag  Oparactooa 

Thla  examination  will  bo  avaluatad  by  both  the  Of f tear  Person oe  1 Board  and  tha  Director,  NOAA  Corpa,  and 
oaad  along  with  your  fltaaaa  reports  aad  past  performance,  la  daceimlBlng  your  profaaalonal  qualifications 
for  pronacloo. 


JOCCBTUI  BULIOCIAPHT 

■OAA  Budget  Cat law  tea , current  rr 
■OAA  Orgaolaacloanl  Handbook 
PAO  Irochuroo  covering : 

a.  lea  Crane 

b.  Brrtroanoacal  DaCa  Sarvlca 

«.  National  Oceanographic  Instrumentation 
Canter 

d.  National  Weather  Sarvlca 
a.  National  Marino  Fleharloa  Sarvlca 
f.  etc. 

National  Advleory  conelttee  on  Oceana  and 
Ataoephere  (NACOA)  Report  a 

SPECIAL  BeCOGNtTIOH 

Tha  Director , NOAA  Corpa  tekea  great  plea  aura  la  reporting  the  following  apoclal  recogn  1 1 ton  of  Corpa 
Offtcara  s 


l*i— seder  k.  Lawraace  Swenaon  haa  bean  awarded  the  Program  Admlnlaeraclon  and  Manages— c Award,  oaa 
ef  NQAA ' s htiheae  awarda  with  eaah  award  of  SI, 000,  In  recognition  of  hla  exceptional  laadarahlp  and 
Ingenuity  In  cho  formation  and  execution  of  the  NCSA  Now  York  Bight  Project,  enabling  a concerted  and 
effective  attack  on  tha  aajor  environmental  taauaa  facing  tha  Now  York  and  Now  jaraoy  coaatal  regions. 
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OFFICIAL  INFORMATION  FOR  NOAA  COMMISSIONED  OFFICERS 


Voltat  6,  Iftaber  3 


1 May  1976 


The  following  extracts  in  froa  Dr,  Robert  M.  White's  presentation  to  the  American  Geophysical  Union  on 
April  12,  1976. 

"As  NOAA  novea  more  broadly  into  the  field  of  environmental  management,  ve  are  finding  ehat  there  Is  a 
range  of  geophysical  research  chat  Is  receiving  new  interest.  NOAA  has  grown  In  Its  first  five  years 
froa  a scientific  and  technical  service  agency  carrying  out  traditional  nlsalons  of  describing  and  pre- 
dicting the  state  of  the  envlrotsasnt  to  an  ageney  which  la  also  deeply  Involved  In  p rob l ana  of  environ- 
mental nsnagenent.  It  has  evolved  In  this  way  as  a result  of  legislation  adopted  since  Its  formation. 
This  has  Included  the  Coastal  Zone  Management  i.  c,  the  Marine  Mammal  and  Endangered  Species  Acte,  the 
Marine  Research,  Protection  and  Sanctuaries  Act  and  the  Deep  Water  Ports  Act.  Additional  legislation 
la  now  being  considered  by  the  Congress.  The  Fisheries  Conservation  Act  of  1976  to  extend  U.S. 
fisheries  jurisdiction  eo  200  miles  has  been  sent  to  the  President  for  algnature.  Legislation  to  foster 
deep  ocean  mining  and  to  amend  the  Coastal  Zone  Management  Act  Is  under  active  consideration.  M)AA  will 
play  a cantral  role  In  the  1^> lamentation  of  this  iaglalatlon. 

"In  addition,  NOAA  has  been  ealled  upon  to  meet  national  environmental  and  reeowreas  management  needs; 
as  for  ■■mqil  ■ In  tha  support  It  has  been  asked  to  provide  in  connection  with  the  development  of  our 
offshore  oil  and  gaa  resources,  as  well  as  in  support  of  the  national  affort  to  Increase  food  producti- 
vity. environmental  nanagmeent  requires  a new  swareoeee  among  geophysicists  of  the  issues  at  staka. 

Now  we  must  be  more  awere  of  the  problems  that  occur  at  tha  latsrsectlon  of  our  Individual  sclantlflc 
disciplines  and  tha  social,  economic  and  political  p rob lams  to  whose  solution  our  understanding  and 
knowledge  can  contribute 

"Let  ue  look  more  closely  st  some  of  the  activities  now  being  stimulated  by  envlroimmncal  and  reseurce  men 
ment  needs.  I will  select  a few  axaagiles  of  concern  to  NOAA.  The  potential  affects  of  the  oxides  of 
nitrogen  or  fluorocarbons  on  Integrity  of  the  oxone  layer  lead  to  the  need  to  menage  and  regulate  the 
Introduction  of  these  pollutants.  Research  on  stratospheric  problame  or  pro  blame  of  the  photochemistry 
of  the  upper  atmospnere  and  studies  of  the  possible  consequences  of  changes  In  the  upper  atmosphere,  both 
upon  tuasa  health  and  climate,  are  being  given  Increased  amphasle  as  e result.  Our  need  to  cope  with 
worldwide  food  shortages  has  stimulated  a wide  range  of  geophysical  activities.  We  now  experiment 
with  earth  resources  and  meteorologies 1 satellites  for  crop  assessment.  We  have  Increased  our  lnvest- 
meat  In  studies  of  climate  and  have  generated  greet  interest  In  programs  that  will  enable  ue  to  antici- 
pate changes  In  climate  better.  Each  of  these  translates  Into  programs  of  great  co^Lexlty  end  possibly 
large-scale  funding. 

"The  new  Mnagament  system  for  our  coestel  tones  la  concerned  with  ehe  balanced  use  of  this  valuable 
area.  Difficult  decisions  have  to  be  made  which  can  resolve  problems  of  conflicting  use.  We  went 
to  prosorve  our  fisheries  habitats.  Insure  recreational  values  and  at  tha  same  time  provide  shoreline 
for  Indue trie l purposes  and  enorgy  facilities  vital  to  our  national  economy.  It  has  bocomo  Inerees- 
Ingly  1 sport  ant  aa  a result  to  know  the  nature  of  sediment  transport  along  our  eoaets,  to  know  more 
about  the  details  of  ocean  current  syateme  and  their  fluctuations,  and  to  know  more  about  surf  pro blame, 
beech  erosion,  and  other  nearshore  oceanic  and  coestel  processes.  Projects  such  as  our  own  Marino 
Ecosystems  Analyst#  work  In  tha  New  York  Bight  and  many  of  tha  projects  sponsored  through  our  Sea  Grant 
Program  aro  a start  towards  e much  broadened  activity. 
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"Congraaa  ha*  Jut  adopted  a new  fisheries  «u|w>c  iyit«  In  the  Fisheries  Conservation  Act  of  1976 
which  will  extend  U.S.  fisheries  Jurisdiction  out  to  200  alloc.  Ilia  Act  call*  for  flaharlaa  eanagament 
to  ba  baa ad  oo  tha  bate  iclanclflc  avldanca  avallabla.  a*  wa  msve  coward*  a rational  flaharlaa  uanaga- 
aaac  sy* la,  I vlauallta  a such  expanded  effort  to  provide  the  understanding  of  the  ralatlonahlp  of 
flah  atoeka  to  changes  In  the  aarlna  anvlronaaat.  This  tarn  lie*  a greater  need  for  knowledge  of  the 
physic*,  dynamic s and  chaaslatry  of  the  ocean*  and  new  effort*,  directed  a predicting  cha  future  atata 
of  ocaaalc  coodtetona. 

"rr-1 aanagaaant  problmM  aaaoclatad  with  development  of  new  energy  reaource*  are  alee  of 

coMarn  to  NCAA.  They  have  already  atlaulated  a raaarkabl*  growth  In  oceanic  raaearch  of  all  kind*. 

Ale  oiiwl  roiaMiral  aaaeaaaaata  required  to  aupport  the  declalona  on  development  of  new  frontier  area* 
of  our  continental  shelve*  represent  an  enormous  uadortaclng  to  which  wo  are  devoting  aubacancial  effort 
In  cooperation  with  che  Bureau  of  Land  Management.  Tha  Istiacc  haa  stretched  the  ship  capabllltle*  of 
both  tha  governmental  and  nongovemeotal  Institution*.  Thera  aro  few  lnatltuclon*  Involved  In  aarlna 
actlvltlea  chat  have  ant  been  involved.  In  on*  way  or  another,  by  che  national  need  for  anvirofmencal 
Inforsmclon  on  the  geology  and  geophysics  of  the  tea  floor,  the  dynamic*  of  the  ocean  current*,  aa  well 
aa  tha  nature  of  mataorologlcal  condition*  over  our  coeatal  weeara.  ..... 

"What  does  all  this  a* an  to  geophysicists  who  look  to  fucura  prospects! 

"It  aeaos  good  years  ahead  with  auch  to  do  on  problems  chat  are  both  scientifically  rewarding,  and  which 
also  respond  co  national  naad*  for  gaophyslcal  Information." 

Fom  16-23  COWBTtS 

Form  36*23  la  aa  axcrMaly  valuable  administrative  cool.  Every  taction  la  reviewed  carefully  by  cha 
Carp*  Staff,  the  Officer  Assignment  Board  or  the  Officer  Personnel  Board,  The  Director  personally 
scrutinizes  every  submission  and  in  past  yoars  haa  replied  to  Individual  officers  who  have  nade 
significant  suggestion*.  The  font  received  chi*  year  have  been.  In  general,  very  well  and  conscien- 
tiously prepared.  The  Director  has  repllod  chit  year,  to  a largo  voliaa*  of  constructive  queries  and 
suggestions,  attracts  of  these  repllea  which  could  be  of  concern  co  several  officers,  will  appear  in 
this  sad  ensuing  isauaa  of  the  Bulletin. 

CuMinlcation 

I have  noted  comnents  on  the  subject  fora  to  tho  effect  of  losing  contact  with  ocher  Corps  officers,  a* 
do  o chars  serving  In  rmoci  area*.  Thl*  1*  a common  problem  for  NOAA  In  general  because  of  the  vide 
gaographlc  distribution  of  Its  people.  Internal  camtlcatlona  will  always  be  a problem.  Tou  probably 
receive  aa  good  sod  prape  notification  of  Corpa  natters  aa  any  other  officer,  but  you  are  hindered 
by  not  having  access  co  a "grapevine."  This  mean*  elute  you  also  alas  natch  "btm  dope." 

I also  agree  cocplecely  with  cawnts  about  tha  need  for  cloaer  contacts  between  office  and  field.  Our 
organization  Is  so  geographically  dispersed  chat  enminl cations  will  never  ba  a*  good  aa  all  would  Ilka 
tham  co  be.  This  la  Just  an  unfortunaca  fact. 

My  of  flea  does  cry  to  visit  altar  where  there  are  concentrations  of  officers,  and  va  have  hit  Seattle, 
Horfolk,  Boulder,  and  Miami,  recently.  The  travel  budgac  doe*  inhibit  ua  from  doing  all  thee  we  would 
Ilka  to  do. 

He  should  taka  advantage  of  any  smchanlaa  to  lzprov*  communication.  1 appreciate  very  etch  receiving 
thoughts,  suggestions  and  comats  from  field  officers  who,  after  all,  era  our  ollanca. 

Promotion  and  CosMinlcatlon 

l have  noted  comment  on  reducing  cha  delay  between  notification  and  promotion  dace*.  This  Is,  of  course, 
a fine  objective.  Unfortunately,  It  la  occasionally  necessary  to  hold  up  notification  beyond  the  ex- 
pected dace  because  of  a variety  of  factors  such  aa:  <l)  IncoMlece  analyaia  of  the  physical  examina- 
tion; (2)  uncertainty  over  coMlaclon  of  required  courses;  (3)  possible  delay  by  the  Senate  in  conflrm- 
Lng  appointments;  (4)  Inability  of  the  Officer  Personnel  Board  to  agree  on  promotablllcy  without  acre 
dociasantacloa  on  fitness,  etc. 

Sometimes , such  a mundane  thing  aa  Inability  co  proeaas  che  papers  because  of  ta^erary  staff  shortages 
and  ocher  priority  work  My  slow  the  process.  He  have  a limited  number  of  people  to  do  a lot  of  work. 

Of  course,  whan  che  delay  ta  not  the  fault  of  the  Individual  offlcar,  the  promotion  1*  made  retroactive 
and  oo  pay  loss  is  experienced,  we  are  revising  our  processes  in  order  to  acceiarata  these  actions, 
but  the  latest  chef* a will  result  in  a less  personal  type  notification.  A Mall  pries  1*  thus  paid  for 
expediency. 
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nil  coabtmad  operations  lUBlnieloi  via  drop  pad  aa  a promotion  requirement  by  cha  officer  Personnel 
Board  for  aovaral  raaaona.  Plrsc,  It  waa  not  at  all  claar  that  hydrography  was  oora  Important  than 
a char  program.  Many  offlcara  never  larva  on  a hydro  project,  and  oany  aaa  billets  coday  ara  In  ochar 
profraoa , which  ara  eguslly  tmporcanc.  Second.  It  waa  bocoolnt  Increasingly  difficult  to  obtain 
adoewace  ravlawa  of  the  collated  examinations  In  a claaly  way.  Thla  waa  cha  aaln  raaaon. 

■OB,  by  cha  way,  la  acucaly  awera  of  cha  noad  for  hydrographic  training.  They  ara  crying  to  davlaa  a 

prayer  forme.  The  Dirac  cor  haa  regueatad  suggestions,  but  1 understand  choc  cha  reapooae  haa  bean 
practlaally  nil. 

Ha  alwaya  waa  conelderable  judgoanc  In  grading  or  avaluaclng  offlcara  In  any  way.  It  la  only  right 
Co  aspect  an  officer  who  haa  had  experience  in  a glvan  araa  Co  ihow  looowhac  more  coopecence,  at  laaat 
Initially.  The  nan  llautananc  comandar  examinee  Ion,  by  cha  way,  la  vary  revealing,  although  It  la 

mch  otaundaracood. 

Qu#llfUd  Hi  Co— nda 

X i|n«  ch«c  eoMiod  «c  •••  should  bo  aaslgnod  only  co  qualified  offlcara.  I would  Ilka  co  aaaura  you 
that  position  on  cha  ilnaal  list  la  daflnicaly  not  a deciding  factor  for  choaa  aaalgnsanca.  It  la  aa 

onfortunata  fact  chat  aoaa  offlcara  for  ona  raaaon  or  anochar  ara  not  aa  wall  qualified  co  handle 

eoMtnd  at  aaa  aa  ochara;  however,  to  allalnaca  than  froa  conaldaratlon  for  any  aea  duty  would  be 
grossly  unfair.  1 believe  that  If  you  will  axaalna  rocanc  ectlona  with  regard  to  eppolncaant  co 
coasaand  positions , you  will  see  chat  w«  Hava  not  dona  this  automatically  by  ooeltlon  on  ehe  Ilnaal 
list.  In  fact,  you  will  aaa  chat  aoaa  offlcara  haws  not  experienced  coamend  at  saa  at  all.  You  should 
ehould  not  Interpret  this  aa  moaning  chat  ebay  ara  not  qualified.  The  opportunities  for  coaaand  at  aaa 
■ust  ba  balanced  off  against  cha  opportunities  or  rsqulrsBsnce  for  ochar  positions. 

Career  Uddare  - WS 

I would  awggaat  chat  wa  do  not  create  '.rear  ladder.  In  organlxaclana  but  In  program.  While  wa  nay 
have  only  tavaral  daaan  offlcara  within  'ha  SMTS,  wa  have  sore  chan  chac  concerned  vlch  cha  living 
roeoureaa  program  of  MOAA.  Our  proooac  career  ladder  In  living  reeourcee  involved  injecting  officers 
Into  cha  lyicaa  aa  early  aa  poeelbla,  preferably  aboard  vaaaala  aupporclng  cha  living  reaourcaa  progran 
but.  If  chla  la  not  alwaya  poaalbln.  Into  cha  laboratories.  The  duclea  wlchin  cha  laboracorlaa  vary 
comldarably,  aa  you  vail  r-»y  tmclno.  It  la  antlclpacad  chac  offlcara  leaving  cha  laboracorlaa  will  go 
co  aoa  aod,  one#  again,  pra.araoiy  aboard  Flabarlaa  vaaaala,  chua  creating  a ladder  In  chla  prograa  wlch 
cha  ueual  aaa-ahora  rotacion  and  cha  upward  nobility  co  different  exocuclva  lavala.  Conaldorlng  chac  wa 
have  worked  la  this  araa  for  only  a little  ovar  five  yaara,  I chink  chac  wa  have  made  a good  acarc.  The 
aagatlva  attitudes  chac  you  motion  an  anally  changed  by  a good  porformneo  and  good  -/111,  and  wa  ara 
Kh  evidence  chac  our  pragma  haa  become  more  races,  ful  each  year. 


Halr-aita  ■ BoeaClon  of  Saa  Billet. 

Aa  you  my  know,  0T0  proposed  a flaac  augmentation  plan  for  both  officers  and  crew  which  would  poralc  an 
extension  of  tho  aoaoon  through  rotation  of  Individuals.  Our  suggestion  to  0R5  vaa  co  have  an  enclra 
Clue  1 wardroom  at  each  Marina  Cantor  In  order  properly  to  accomllah  chla.  The  budget  failed  Co 
auyporc  tho  plan,  but  savaral  officers  could  bo  so  used,  and  have  bean  in  chp  pane.  The  elm  for  chla 
Idea  my  finally  ba  upon  ut.  with  106  offlcnr  blllaca  In  Saactln  and  coo  may  of  chon  sc  aoa. 

Aaalenmnts  - Woman  officers 

Not  very  mny  offlcara  ara  assigned  co  ships  aupporclng  living  resources  program  right  out  of  cha 
cralnlng  claaa.  Those  vho  ara  have  baan  carefully  aalecead.  it  la  imperative  that  wa  do  a super- 
eacellent  job  of  helping  choaa  projacea.  Tha  000  qualification  la  lmortanc  because  of  cha  emit 
else  of  Cha  staff  and  cha  need  for  ochar  klnda  of  training.  Thera  la  no  prohibition  agnlnac  fmale 
offlcara  serving  on  fisheries- type  ships.  In  any  caan. 

All  woman  offlcam  coming  out  of  Kings  Point  are  rat  going  co  Class  I*a.  Thera  la  no  discriminatory 
policy  here  either.  Tho  billots  available  ara  open  co  all  graduacas  of  a glvan  class.  What  you  ars 
seeing  la  cha  Inevitable  result  of  distributing  9 co  12  warn  per  year  ovnr  chn  whole  flaac.  Wa  do 
me,  howavar,  discriminate  In  hiring  althar,  so  thla  nmbsr  la  variable. 

It  still  la  necessary  co  pair  officers  up  eo  avoid  vutlng  valuable  bunk  apnea,  no  meter  whoc  claaa  of 
vassal  la  concerned,  and  this  la  a reasonable  and  nacasaary  condition  which  wa  ausc  accomodate  to. 

gy  cha  way,  WHITING  soiled  for  cho  Virgin  Inlands  with  two  finals  offlcara  aboard  and  (ff.  MITCHELL  ta 
in  Puerto  Rico  wlch  ora,  and  coincidentally  cha  RESEARCHER  currently  haa  none. 
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nti  • Tha  tagU 

I do  aoe  b«lla«<  chat  w will  mr  hav.  an  aaalitaanc  board  vhoaa  nakaup  la  aceapcabla  to  all  offlcara 
o f cha  Corpa.  Uowavar,  I ballava  tha  balanca  la  qulca  cloaa  to  what  lc  ahould  bo  at  chla  clna,  and  chat 
nalchor  Junior  nor  aaolor  offlcara  ha»a  nora  Influanca  chan  chop  ara  quail  find  Co  axorc. 

It  It  crus  chat  May  young  officer!  do  noc  wane  to  ballava  choc  ehoy  ara  pare  of  Mnagemant;  however, 
wo  ara  now  cooing  down  vary  hard  on  our  Junior  offlcara  with  regard  to  ehalr  rolaa  aa  Federal  officials 
and  offlcara  of  eha  NQAA  Corpa,  and  wa  are  levying  on  cha*  requirements  for  personal  conduce  chat  we 
have  not  considered  necessary  In  cha  pace.  Our  recane  experiences,  as  usual,  show  us  deflclsnclss  In 
our  training  program  and  aa  Case  aa  wo  can  identify  these,  we  will  work  to  elLninste  them. 

Also,  I agree  that  middle  ranking  Corps  officers  should  be  involved  in  s formal  program  of  adniniacra- 
tlve  training,  this  Is  exactly  what  wa  recoanand  and  chat  we  encourage  ell  officers  to  do.  Undsr  our 
present  practices . training  Is  cha  rsoponslblllty  of  the  Individual  program  managers  and  we  look  to  each 
officer  working  within  hie  own  office  to  select  the  moat  appropriate  administrative  training  courses  for 
hlMelf,  which  srs  chan  funded  by  chat  particular  offles.  It  has  baan  previously  recommended  chat  all 
offlcara  racalve  formal  structured  training  for  specific  periods  of  elms  before  reporting  to  shore  beaad 
saalgaeencs.  Until  we  have  nora  offlcara  in  tha  Corpa,  chla,  unfortunately,  will  be  extremely  difficult 
to  schedule. 

Tho  Ship,  Offlcar'a  Itol,  In  Project  Planning 

It  la,  unfortunately,  not  possible  in  all  caaaa  for  officers  to  be  more  directly  Involved  in  the  project 
planning  pha aa,  or  for  that  nectar,  to  be  earn  directly  Involved  In  the  processing  of  the  records  and 
evaluation  of  tha  results,  for  a variety  of  reasons . Tha  geographic  dispersion  of  tha  people,  sod  the 
fact  that  some  scientific  projects  srs  noc  too  wall  planned  anyhow  asks  it  difficult.  In  spite  of  theca 
handicaps,  plus  the  short  load  time  on  soma  OCSEA?  projects,  the  ships  and  scientists  have  done  very  well 
In  keeping  things  glued  together.  Uherever  early  and  joint  planning  Is  possible.  It  should  be  done,  and 
sometimes  this  could  be  sc  Che  Initiative  of  the  ship.  Many  scientists  are  noc  accustomed  to  finding 
the  competence  aboard  ships  thee  we  have,  so  their  p roc  asses  may  differ  + tdely  from  ours. 

Advanced  Standing 

The  advanced  standing  policy  of  the  NOAA  Corpa  has  been  reviewed  regularly  and  critically,  and  we  be- 
lieve that  It  Is  most  appropriate  to  Mlntsln  It  aa  It  is  now  operated.  It  would  be  grossly  unfair 
to  appoint  an  officer  35  years  old  as  an  ensign.  If  tha  Unaal  list  la  to  have  any  validity.  It  mist 
represent  a graduated  scale  of  capabilities  from  cop  to  bottom,  l.a.,  each  officer  should  see  the  officer 
senior  to  him  as  being  slightly  more  capable  of  making  a contribution  to  the  operations  of  MQAA  because 
of  his  experience,  education,  training,  etc.  The  officer  Just  below  any  Individual,  by  the  same  token; 
should  be  slightly  lass  capable.  Officers  are  reviewed  annually  and  the  lineal  list  la  adjusted  to 
attempt  to  produce  chla  result.  As  you  know,  advanced  standing  is  given  at  chla  clan  only  co  chose 
officers  coming  from  Che  military  services  who  hava  demonstrated  performance  of  duty  which  is  docuematad 
to  our  satisfaction.  This  la  only  right,  Lnasauch  sa  chay  era  also  cradltad  by  law  with  elms  for  ra- 
tlrcmant  end  tins  for  pay.  t*e  ballava  our  peasant  policy  is  correct  end  chac  It  operates  properly. 
However,  this  In  no  way  ellsdnacae  cha  pain  whan  an  offlcar  la  eppointad  hlghar  on  cha  Llnaal  list  than 
any  ona  Individual  who  has  been  In  the  service  for  some  time.  We  ere  wall  aware  of  cha  oroe  end  cons 
of  this  argument  end  believe  that  tha  situation  la  being  proparly  handled  at  chla  tlma. 

Aemaagf 

X,  too,  would  Ilka  to  seq>haai«e  pro  fees  Iona  l development  and  eo  spend  lass  clna  stewing  over  hair 
styles.  Unfortunately,  there  senna  to  be  a high  emo clonal  content  co  chla  Issue  oe  all  sides.  Of 
course,  personal  cleanliness  end  appearance  do  require  reinforcing.  You  have  now  seen  snple  evidence 
of  people  "going  to  seed"  when  arriving  aboard  ship.  The  line  has  to  be  drawn  somewhere,  and  chle  le 
where  opinions  differ. 

My  office  has  adopted  a fairly  liberal  position  on  these  met  tore  end.  If  s few  officers  did  noc  push 
it  to  the  limit,  we  could  all  accommodate. 

g»lfwa«- Offlclal_-_-.- Jfagilatlona  and  ailowancaa 

Tha  uniform  r.juLclona  ara  oo  the  mo,.  Wa  hava  !«  dacalla  late  eo  a.ttla  and  wa  ho,a  eo  hava  lc  la 
,rlnc  there ly. 
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[Tm  JW  ari  her.  suW  ~ly  ■-  ••=  Chief.  Ce~i.ai.nW  O'”"*-  NC,) 


INSTRUCTIONS 

(|t«  Prapoting  NOAA  F.rm  54-4,  "Fife..  Reyn*  <"  CemmiieleoW 
(See  NOM  Si-06  ft  further  inatreetieae) 


3SSSSS SHSE3EH- 

artfully  rcid  prior  to  preparation  of  the  report. 

Farm  Itema 

. , m..  -fIom-  or  “to”  date  represents  reporting  or  detachment  date  of  the  rated  or  rating 

Xe, ^.h.  orMnixauon  /ode  change  date  shown  on  NOAA  Form  564  (Travel  Order  usd/ 
or  Organization  Change  Order). 


Item  2. 
Item  ). 
Item  4. 
Item  $. 
Item  4. 


Chech  appropriate  box. 

(e.  g.  DOE,  John  L..  Jr.) 

(RADII,  CAPT,  CDR,  LCDR,  LT,  LTJG,  ENS) 

Check  appropriate  box. 

Specify  major  component,  unit,  and  location  (e  g..  NOS.  SURVEYOR.  Seatrie.  W«h^ERU 
S^cea,  Boulder,  Colo,.  NOAA  HQ.  Office  of  Admuu.tr.tor,  RockvUle.  Md..  or  NWS. 

Ops.  Die.;  Kansas  City,  Mo.). 

Avoid  vague  terms  such  as  “junior  officer  duties"  or  “Adminirirative  Amist.nt". 


Item  I. 


When  a mark  in  a particular  category  cannot  be  determined  from  Arty 

che  office,' , preeontpoteutiai.  If  you  feel  you  cannot  grade  tteoffic« . ^r 
be-uae  VOu  lack  evaluative  information  ot  the  officer  waa  unoer  your 
^“^  a^  a^od,  oeut  mukuig  any  of  the  rating  categories  and  espla.n 

the  aianer  in  Item  U. 

All  of  the  ten  rating  categories  listed  in  Item  S are  of  equal  value.  Grade  values  .re:  Out- 
•tending*-''/ p'oinu;  “SeeUenf  - « pomu;  "Very  Good"  ■ 6 points;  “Sarisfactoty  - 4 
nointi:  and  “Poor**  • 2 poinU. 


The  expected  distribution  of  grades  in  Item  S for  all  NOAA  officeri  is; 
HOT Ci  Dm  ovtrov*  grodm  i$  "Vwr  Good**. 


6051 

5% 

15* 

15% 

5% 

| OUTSTANDING 

CXCfULCMT 

VCKY  aooo 

SATISFACTORY  1 

noon  | 

No  correction  wUI  be  applied  to  the  total  mark  temlting  from  your  grading;  therefore,  riding 
an  officer  higher  than  .»  aurrunted  by  a true  ctmpan.vm  ..(  perlt.oiunce  with  mat  ..I  -■«  cm- 
i will  verioocly  conqwtvnice  the  value  and  utility  of  this  repots. 
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Hon  9.  Check  appropriate  bo*  on  *»ch  line. 

Horn  10.  This  Mdion  met  Ml  to  l«ff  bl**.  Re.d  the  instructions  or  the  form.  Uie  extra  sheets  for 
elaboration  a necessary. 

Horn  1 1 TO*  MCtlM  tTIrSt  0*1  M l«fl  Want  Reed  the  hesoing  for  derailed  instructions.  Attach  commen- 
dations end  other  evuustive  report*  not  previously  rubmitted.  m»kin*  reference  to  them  in  tht* 
*ect>on  If  you  recommend  this  officer  for  eccelerated promotion,  include  well-documented  evi- 
dence of  outstanding  performance  and  give  examples  of  demonstrated  ability  to  handle  te^on- 
aibi lilies,  congrahng  that  officer  with  all  other  officets  of  that  grade  and  length  of  service. 

Each  rating  officer  will  include  in  the  report  in  this  section  a statement  "I  consider  fdo  not  con- 
sider) this  officer  s progress  satisfactory . and  recommend  retention  in  t separation  Itom)  the 
NOAA  Corps”.  If  there  is  a negative  recommendation,  statements  shall  be  included  to  support 
this  contention.  Reports  containing  negative  recommendations  shall  be  submitted  as  prescribed 
in  paragraph  3.d..  NDM  56-06. 

Item  12.  Chacic  appropriate  box. 

Horn  13.  Trend  of  Performance  is  the  trend  of  consecutive  reports  made  by  the  same  rating  officer  while 
tha  niad  officer  is  in  the  same  assignment 

Item  14.  Chack  appropriate  box. 

Item  13.  (a)  “Rating  Officer”  is  the  person  who  assigns  the  ratings  end  makes  the  comments 

(b)  "Reporting  Officer"  is  the  supervisor  of  the  rating  officer  except  that  if  the  rating  officer  is 
head  of  a more-or-les*  independent  entity  (e.  *.,  commanding  officer  of  a si. v or  director  of 
a laboratory)  dmt  officer  shall  sip  in  both  capacities. 

(c)  "Rated  Officer”  is  the  officer  being  evaluated.  The  report  must  be  discussed  with  the  officer 
mid  must  be  signed  in  the  space  provided.  If  die  rated  officer  believes  he/ she  has  been  un- 
justly paded,  or  has  been  given  a poor  rating,  the  of  fleet  must  be  advised  of  the  entitlement 
to  autaat,  within  a 10  day  period  a statement  to  the  Director,  NOAA  Gups.  See  NDM  56-06. 

If  die  officer  is  nor  readily  available  for  signature  die  to  detachment  or  detached  dity,  the 
rating  officer  shall  provide  -lie  officer  With  a copy  of  the  report,  explain  the  circumstances 

in  Item  U,  and  transmit  the  original  report  to  die  Quef,  Commissioned  Personnel  Division. 
TrMMtlMl  Ins9r«icti«na 

(These  tastnicriens  ere  effective  pending  revision  of  NOM  S6-0 1) 

Fitness  te ports  shall  be  submitted  in  duplicate  and  routed  as  follows: 

fa)  The  OriEinal  Fitness  Report  shall  be  admitted  dirtdty  to  the  Chief.  Commissioned  Pet- 
W soraiel  Division,  marmot  NCI  - DO  NOT  OPEN  UN 

fitness  report,  it  should  be  noted  that  a copy  has  been  foewsided  through  channels. 

(Sea  It  ssi  12) 


\ i 

i 


Retention  of  Copies 

Ratine  offic.ii  msy  retain  t copy  of  each  nines,  report  submitted  to  facilitate  the  submission  of  subsequent 
te  ports.  Retained  copies  ate  for  the  sole  use  of  the  rating  officer  end  shaU  not  be  m.mtained  as  *n  scfivily  file 
nor  or  parted  on  lo  • subsequent  rating  officer. 
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56-06  FITNESS  REPORTS  FOR  COMMISSIONED  OFFICERS 

■ 

j I.  Purpose 

To  provide  instructions  for  the  preparation  and  submission  of 
Fitness  Reports  for  Commissioned  Officers,  NOAA  Form  56-6  (See  Exhibit). 

2.  Submission 

a.  Periodic  fitness  reports  shall  be  submitted  by  each  officer's 
Immediate  supervisor  as  follows: 

(1)  Lieutenants  and  above  — annually  for  the  period  ending 
December  31. 

(2)  Ensigns  aud  Lieutenants  (Junior  grade)  — semiannually 
for  the  periods  ending  June  30  and  December  31,  respectively. 

(3)  When  either  the  officer  or  his  immediate  supervisor  is 
transferred  or  otherwise  leaves  his  position. 


L- 
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(4)  When  the  performance  of  an  officer  is  deemed  either  poor 
or  exceptional. 

(5)  When  a supervisor  considers  an  officer  unfit  for  retention 
because  of  incompetence,  inaptitude,  or  other  valid  reason. 


(6)  Upon  the  request  of  the  Chief,  Comissioned  Personnel 


Division. 


(7)  Reports  must  be  sequential,  covering  each  day  of  an 
officer's  career.  Reports  covering  other  than  normal  periods  (June  30 
and  December  31),  such  as  those  covered  by  (3)  above,  will  end  on  the 
day  of  detachment.  The  reporting  period  shall  begin  on  the  day  after 
detachment  covering  such  travel,  proceed,  and  leave  time  aa  may  have 
been  taken.  Supervisors  making  reports  covered  by  (4),  (5),  and  (6)  above, 
shall  make  their  next  report  for  the  period  beginning  the  day  following 
said  report. 

b.  The  submission  of  either  s semiannual  or  annual  fltnesa  report 
is  not  required  when  a detachment  report  has  been,  or  will  be,  submitted 
within  60  days  of  the  due  date  of  the  annual  or  semiannual  report. 

c.  For  each  officer  below  the  grade  of  lieutenant  commander,  the 
rating  officer  shall  include  a statement  in  the  report  regarding  the  type 
and  extent  of  training  given  the  officer  during  the  rating  period. 
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56-06  FITNESS  REPORTS  FOR  COMMISSIONED  OFFICERS  (Conc'd) 

d.  Every  effort  shall  be  made  to  render  as  comprehensive  an 
evaluation  as  possible  since  these  reports  are  the  basis  In  selecting 
officers  for  promotion,  assignment,  and  separation.  When  a complete 
evaluation  cannot  be  made,  the  reason  shall  be  noted  In  the  report 
under  General  Comments. 

e.  Each  rating  officer  will  Include  In  the  report  in  section 
11  a statement  “I  consider  (do  not  consider)  this  officer's  progress 
satisfactory,  and  recommend  his  retention  In  (separation  from)  the  NOAA 
Corps."  If  there  is  a negative  recouendation,  statements  shall  be 
Included  to  support  this  contention.  Reports  containing  negative 
recommendations  shall  be  submitted  as  prescribed  in  3.d.  below. 

3.  Procedures 

a.  The  Fitness  Report  shall  be  signed  In  the  "rating  officer" 
block  (Item  14)  by  the  supervisor  who  actually  evaluates  the  officer's 
performance.  It  will  than  be  referred  to  the  next  supervisory  level 
for  signature  In  the  "reporting  officer"  block.  If  the  head  of  a 
more-or-Iess  Independent  activity  Ce.g.,  the  commanding  officer  of  a 
ship  or  director  of  a laboratory)  actually  evaluates  an  officer's 
performance,  he  shall  sign  as  both  the  "rating"  and  "reporting" 
officer. 

b.  The  Fitness  Report  must  be  shown  to  and  discussed  with  the 
officer  being  raced  and  he  shall  Indicate  chat  he  has  read  it  by  signing 
In  the  space  provided.  It  is  the  responsibility  of  the  supervisor  to 
Inform  the  officer  of  his  strong  points  and  his  weaknesses  and.  If 
applicable,  Co  specify  how  his  performance  can  be  improved.  The 
signature  of  the  rated  .fflcer  in  item  14  does  not  necessarily  signify 
that  he  agrees  with  the  report.  It  Indicates  only  that  he  has  seen 

the  report.  If  the  officer  Is  not  readily  available  for  signature 
due  to  detachment  or  detached  duty,  the  rating  officer  shall  provide 
the  officer  with  a copy  of  the  report,  explain  the  circumstances  In 
item  11  and  transmit  the  original  report  to  the  Chief,  Commissioned 
Fersonnel  Division. 

c.  If  an  officer  believes  chat  he  has  been  unjustly  rated,  or 
If  a report  on  hlr.  has  been  submitted  for  poor  performance,  under 
provisions  of  paragraph  2a(4),  he  is  entitled  to  forward,  within  10  days 
from  the  dace  of  discussion  of  the  report  with  his  supervisor,  a 
statement  on  his  own  behalf  to  Che  Dlreccor,  NOAA  Corps  cither  through 
channels  or  direct.  In  the  latter  instance,  he  must  Inform  his 
supervisor  that  he  has  exercised  his  right  under  this  paragraph  to 
write  direct' v to  the  Director,  “he  supervisor  shall  Inform  the 
Director  th.i*  '**  has  been  notified. 
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d.  If  a special  report  la  prepared  under  paragraph  2a(5),  Che 
supervisor  will  retain  the  report  for  10  days  after  having  discussed  It 
with  the  rated  officer;  during  this  period,  the  raced  officer  nay  present 
any  statement  he  chooses  to  make  In  his  behalf  for  submission  to  the 
Director,  NOAA  Corps  with  the  Fitness  Report.  The  raced  officer  may  elect 
to  forward  the  statement  directly  to  the  Director,  NOAA  Corps  provided 
ha  notifies  his  supervisor  chat  he  Is  taking  such  action.  The  supervisor 
shall  Inform  the  Director  chat  ha  has  been  so  notified. 


4.  Transmittal  Instructions 


a.  All  Fitness  Reports  shall  be  submitted  to  the  Chief,  Commlseloned 
Personnel  Division;  the  envelope  In  which  forwarded  should  be  marked:  For 
CC1;  DO  NOT  OPEN  IN  MAILKOOM. 


b.  Fitness  Reports  covering  the  performance  of  officers  assigned  to 
the  National  Ocean  Survey  will  be  forwarded  through  the  director.  National 
Ocean  Survey.  In  addition.  Fitness  Reports  covering  the  performance  of 
officers  on  ship  duty  shall  be  routed  as  follows: 


(1)  For  those  in  ships  home-ported  on  the  East  Coast:  through 
the  Director,  Atlantic  Marine  Center  and  the  Director,  National  Ocean  Survey. 


(2)  For  those  In  ships  home-ported  on  the  West  Coast;  through 
the  Director,  Pacific  Marine  Center  and  the  Director,  National  Ocean  Survey. 


(3)  For  those  in  ships  home-ported  In  Detroit,  Michigan:  through 
the  Director,  lake  Survey  Center  and  the  Director,  National  Ocean  Survey. 


3.  Effect  on  Other  Instructions 


NOAA  Directives  Manual  56-06,  dated  August  24,  1971,  is  hereby 
cancelled. 
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COMMISSIONED  OFFICERS  - AUTHORITY  AND  PRECEDENCE 
Precedence  Among  NOAA  Officers 


a.  The  Director,  NOAA  Corps,  subject  to  the  provisions  of 

section  2(f)  of  Reorganization  Plan  No.  4 of  1970,  has  the  ° 

rear  admiral  (upper  half)  while  so  serving.  The  01rect°r*  1 ^firerPof 
takes  precedence  above  all  officers  of  the  Corps,  except  an  °*f1ce  f 
the  Corps  who  Is  serving  as  the  Associate  Administrator  of  NOAA. 

b.  Precedence  of  all  other  officers  shall  *J"“**?" 
the  lineal  list  by  the  Director,  NOAA  Corps,  as  recommended  by  th 
Officer  Personnel  Board. 

c.  The  lineal  list  shall  be  pranged  to  show  precedence 
between  grades  In  accordance  with  NOM  56-40.  with  vice  admiral  as  the 
highest  grade. 

(1)  An  officer  upon  original  appointment  shall  be  assigned 

a position  on  the  lineal  list  based  on  date  of  appointment  and  •"  *'|»1uation 

ofPthe  officer's  record.  Such  an  officer  who  training  ?1  ass 

standing  shall  be  assigned  the  date  of  conroencement  of  the' training  cl  as 

as  a promotion  control  date.  The  promo t on  control  < d***0®J !!! 
originally  appointed  with  advanced  standing  shall  be  computed  from  the 
date  of  conmencement  of  the  training  class.  In  either  event,  date  of 
rank  shall  be  the  same  as  the  promotion  control  date. 

(2)  The  promotion  control  date  of  an  officer  who  Is  re- 

or  reappointment,  as  applicable.  Date  of  rank  and  promotion  control 
date  shall  be  the  same. 

(3)  An  officer  who  Is  Initially  appointed  to  the  temporary 
orade  of  ensign  shall,  upon  Senate  confirmation  In  the  permanent  grade 

^ ensign  or  higher,  bt  assigned  a date  of  rank  In  the  grade  confirmed 
the  same  as  the  officer's  date  of  rank  as  temporary  ensign. 

(4)  An  officer  promoted  from  the  temporary  grade  of 

lieutenant  (Junior  grade)  to  the  tSSwy 

grade)  shall  be  assigned  the  same  date  of  «nk  « held  In  the  tempo  y 

grade  of  lieutenant  (junior  grade).  (NOM  56-46,  par.  7b(U). 

(5)  The  date  of  rank  of  an  officer  temporarily  promoted 
one  grade  pursuant  to  NOM  56-46  (paragraph  7b(2))  shall  be  the  ef  ect.ve 
date  of  the  temporary  grade. 

d Officers  with  the  same  dates  of  appointment  In  any  9rad*  , 
below  rear  admiral  shall  rank  In  the  order  In  which  they  were  reconmonded 
for  promotion  by  the  Officer  Personnel  Board. 
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e.  An  officer  who  has  lost  lineal  numbers  or  Is  advanced  on 
* the  lineal  list  shall  rank  Immediately  after  the  officer  who  Is  ahead 
in  the  new  position  on  the  lineal  list  regardless  of  date  of  rank. 


f.  An  officer  who  was  passed  over  for  promotion  due  to  ad- 
ministrative error,  or  who  was  removed  from  the  line  of  promotion  and 
subsequently  returned  to  the  line  of  promotion  witnout  prejudice,  shall, 
upon  retroactive  promotion,  suffer  no  loss  of  precedence  and  shall  be 
assigned  a date  of  rank  restoring  him  to  his  proper  position  on  the  lineal 

list.  , 

\ 

g.  As  prescribed  by  33  U.S.C.  853r,  the  Officer  Personnel 
Board  shall,  at  least  once  a year,  recommend  such  changes  In  the  lineal 
list  as  the  Board  may  determine. 

(1)  On  or  about  March  1 of  each  year  (or  at  such  time  as 
the  Director,  NOAA  Corps,  may  direct),  the  Officer  Personnel  Board  shall 
review  the  records  of  each  officer  who  has,  or  will  have,  completed  at 
least  two  years  of  service  for  promotion  purposes  during  that  calendar 
year  and  recommend  to  the  Oi rector,  NOAA  Corps,  changes  to  the  lineal 
list  as  warranted. 

2.  Precedence  When  Serving  with  the  Army,  Navy  or  Air  Force  - When 
serving  with  the  Army,  havy  or  Air  Force,  officers  of  the  NOAA  Corps 
shall  rank  with  and  after  officers  of  corresponding  grade  and  of  the 
same  length  of  service  in  that  grade,  in  these  uniformed  services  (33 

USC  8S6).  I 

3.  Exercise  of  Authority  j 

a.  All  NOAA  Corps  officers  on  active  service  are  at  ‘ * 

all  times  subject  to  NOAA  Corps  authority  and  shall  exercise  authority 

over  all  persons  who  are  subordinate  to  them,  in  accordance  with  these 
regulations  and  orders  from  competent  authority.  Exception:  Any  officer 
under  arrest,  suspended  from  duty.  In  confinement,  or  otherwise  incapable 
of  discharging  his  duties  shall  not  exercise  authority  over  others. 

b.  All  officers  on  the  NOAA  Corps  retired  list  are  subject 
to  the  authority  of  the  NOAA  Corps,  but  no  officer  on  the  retired  list 
shall  place  himself  on  duty  or  exercise  authority  over  officers  In  the 
NOAA  Corps  without  orders  from  competent  authority. 


c.  An  officer  directed  to  command  by  competent  authority,  or 
who  has  succeeded  to  comnand,  has  precedence  over  all  officers  and  other 
persons  attached  to  the  command  of  whatever  rank  or  classification. 
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56-44  COMMISSIONED  OFFICERS  - AUTHORITY  AND  PRECEDENCE  (Cont'd) 

d.  An  officer  who  succeeds  to  command  due  to  the  conmandlng 
officer's  Incapacity,  death,  departure  on  leave,  or  absence  due  to  orders 
from  competent  authority,  has  the  same  authority  and  responsibility  as 
the  officer  whom  he  succeeds. 

e.  The  executive  officer,  while  In  execution  of  his  duties 
as  such,  shall  take  precedence  over  all  persons  under  the  conmand  of 
the  commanding  officer. 

4.  Authority  In  Special  Situations 

a.  An  officer  embarked  as  a passenger  In  a ship  or  aircraft 
not  under  his  conmand,  unless  otherwise  specified  In  his  orders,  has  no 
authority  over,  nor  responsibility  for,  the  ship  or  aircraft. 

b.  Officers  embarked  as  passengers  who  are  junior  to  the 
commanding  officer  (if  not  on  the  staff  of  an  officer  al-.s  embarked  ) 
may  be  assigned  duty  when  the  exigencies  of  the  service  render  it 
necessary,  of  which  necessity  the  coimanding  officer  shall  be  the  sole 
judge.  Passengers  thus  assigned  shall  have  the  same  authority  as  though 
regularly  attached  to  the  ship,  but  have  no  additional  claim  to  quarters 
by  virtue 'of  such  assignment. 

5.  Succession  to  Command 

a.  Rank  Is  the  order  of  precedence  among  members  of  the 
Uniformed  Services  (37  USC  101  (16)).  Grade  Is  a step  or  degree  in  a 

raduated  scale  of  office  or  rank  that  Is  established  by  law  or  regulation 
37  USC  101  (15)).  Rank  may  also  be  described  as  that  character  or  quality 
bestowed  upon  persons  which  marks  their  station  and  confers  eligibility 
to  exercise  command  or  authority  in  a uniformed  service  within  the  limits 
prescribed  by  law. 

b.  Command  Is  exercised  by  virtue  of  office  or  by  assignment 
of  Individuals  designated  by  competent  authority. 

c.  During  the  absence  or  disability  of  the  Oirector,  NOAA 
Corps,  or  In  the  event  of  a vacancy  in  that  office,  the  Chief  of  the  Program 
Planning,  Liaison  and  Training  Olvlslon,  NOAA  Corps,  shall  act  as  Director, 
NOAA  Corps,  unless  otherwise  directed  by  the  Administrator. 

d.  In  the  event  of  the  Incapacity,  death,  relief  from  duty, 
or  absence  of  the  officer  detailed  to  conmand  a unit,  the  officer  shell 
be  succeeded  by  the  following,  in  the  order  enumerated: 
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(1)  Shore  Units 

(a)  The  assigned  (or  designated  executive  officer) 

or  deputy. 

(b)  Other  assigned  commissioned  officers  In  the 

order  of  their  seniority,  unless  otherwise  specified  by  competent  authority. 

(2)  Ships 

(a)  The  assigned  or  designated  executive  officer.  ' 

(b)  Other  assigned  commissioned  officers  who  are 
certified  as  qualified  for  officer  of  the  deck  watches  underway  in  the 
order  of  seniority.  The  commanding  officer  shall  publish  this  order  of 

succession  to  commend.  ■ 

e.  Whenever  an  officer  Is  succeeded  by  a civilian  as  offlcer-in-charge 
or  equivalent  position,  the  senior  commissioned  officer  assigned  to  the 

unft  will  become  comander  of  the  officer  personnel  for  that  organization, 
but  all  will  remain  under  the  authority  of  the  1nd1v1dual~in -charge  of 
the  unit. 

f.  An  Individual  who  becomes  commanding  officer  or  offlcer-in-charge. 

In  accordance  with  the  preceding  paragraphs,  shall  promptly  report  that 

fact  and  the  reasons  therefor  to  the  immediate  superior. 

6.  Effect  on  other  Directives.  MOM  56-44  dated  August  23,  1971  . 

Is  cancelled  and  superseded.  ! ; 
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1.  General 

a.  The  Director,  NOAA  Corps,  is  responsible  for  assigning  qualified 
officers  to  authorized  positions  and  for  affording  each  officer  an  assign- 
ment which  will  offer  opportunity  for  development  of  professional  and  per- 
sonal capabilities.  Assignments  are  based  on  service  requirements,  the 
professional  needs  of  the  individual  officer  and,  to  the  maximum  extent 
practicable,  on  the  preference  of  the  officer  (Sec.  12,  DoC  Order  2S-5B). 

b.  In  general,  the  Director,  NOAA  Corps  makes  direct  assignments 

to  specific  positions  only  when  key  positions  are  involved.  Assignments 
to  positions  within  Primary  Organizational  Elements  are  made  by  the  Director, 
NOAA  Corps,  after  consultation  with  the  Director  of  the  POE  and/or  Major 
Line  Component,  NOAA  Corps  Liaison  Officer.  The  assignment  of  duties  to 
officers  ordinarily  is  the  responsibility  of  the  ship  or  organization  to 
which  officers  are  being  assigned.  Permanent  transfer  of  an  officer  to  a 
billet  must  be  coordinated  with  the  Office  of  the  Director,  NOAA  Corps. 

This  is  necessary  to  maintain  orderly  planning  within  the  assignment 
process,  particularly  with  respect  to  Officer  Assignment  Board  actions, 
and  to  assure  that  personnel  and  financial  records  are  properly  uodated. 

This  is  in  no  way  intended  to  restrict  program  managers  from  temoorarily 
reassigning  an  officer  due  to  an  emergency  or  program  need. 

c.  It  is  expected  that  any  officer  assigned  to  a ship  will 
qualify  as  Underway  Officer  of  the  Deck  at  the  earliest  opportunity. 

This  is  a very  important  factor  in  determining  an  officer's  early  career 
advancement  towards  positions  of  higher  responsibility.  The  programs 

of  each  ship  shall  be  planned  to  permit  such  qualifications. 


Officer  Assignment  Board 


a.  The  Officer  Assignment  Board  (OAB),  appointed  by  the  Director, 

NOAA  Corps,  shall  consist  of  not  less  than  four  officers  on  the  active  list, 
one  of  whom  shall  be  from  the  Consuls  si  oned  Personnel  Division.  The 
senior  member  of  the  Board  serves  as  Chairman. 


b.  The  OAB  assists  the  Director,  NOAA  Corps,  in  developing  and 
administering  policies  governing  the  assignment  of  commissioned  officers 
and  the  professional  career  development  of  the  Individual  officer. 

To  this  end,  the  Board  will  examine  personnel  assignments  and  make 
recommendations  to  the  Oirector,  NOAA  Corps. 

c.  Whenever  possible,  recomnendations  for  assignments  will  be 
sent  to  the  Oirector,  NOAA  Corps,  at  least  7 months  advance  of  a" 
anticipated  change  of  assignment. 
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d.  The  Board  will  meet  at  least  once  a month  at  the  call  of  the 
chairman. 

3.  Major  Line  Component  Liaison  Officers 


The  Director,  NOAA  Corps,  with  the  concurrence  of  each  respective 
Major  Line  Component  Director,  designates  a senior  commissioned  officer 
within  each  MLC  to  carry  out  the  collateral  duty  of  NOAA  Corps  Liaison 
Officer.  Outies  of  a NOAA  Corps  Liaison  Officer  are  as  follows: 

(a.)  Coordinates  the  assignment  of  commissioned  officers  to  the 
MLC.  This  officer  generally  acts  "for"  the  MLC  Oirector  and  is 
responsible  for  keeping  the  Oirector  informed  of  the  status  of 
coanrissioned  officer  assignments  throughout  the  MLC,  see  l.b.  above. 

(b, ) Provides  MLC  clearance  at  the  headquarters  level  prior  to 
forwarding  a request  for  assignment  of  a commissioned  officer  to  the 
Director,  NOAA  Corps,  see  5.  below. 

(c.)  Keeps  Commissioned  Personnel  Olvision  informed  as  to  which 
MLC  requests  continue  as  valid  requests  on  the  Officer  Assignment  Board 
agenda. 

(d.)  Acts  as  a central  point  of  contact  for  information 
concerning  officer  assignments  within  that  MLC. 

4.  Assignment  Process 


a.  Consistent  assignment  policies  and  procedures  shall  be 

used  to  meet  NOAA  requirements  and  to  enable  the  individual  officer  to 
take  part  in  his  or  her  own  career  planning.  Each  officer  should  be 
aware  of  the  assignment  mechanisms  so  that  he  or  she  may  exert  proper 
Influence  on  them  from  time  to  time  by  thoughtful,  active  participation. 
Such  participation  should  include  becoming  generally  familiar  with  NOAA's 
Organizational  Handbook  and  knowing  what  billets  are  presently  filled  ov 
commissioned  offices.  The  NOAA  Corps  Bulletin  publishes  a Locatior 
Roster  listing  where  each  officer  is  assigned  as  of  1 April  and  1 October 
of  each  year,  and  provides  ongoing  Information  concerning  assignment 
openings,  descriptions,  and  career  plans.  Once  determined  an  office'1 
should  make  assignment  preferences  and  personal  desires  known  as  ea-ly  as 
possible. 

b.  An  officer  generally  becomes  available  for  reassignment 
consideration  several  months  prior  to  the  end  of  what  constitutes  a 
normal  tour  of  duty.  A normal  tour,  however,  may  be  lengthened  or 
shortened  due  to  unforeseen  circumstances  or  through  scheduled 
adjustments  as  required  to  place  officers  with  proper  oual'*icaf'pns  a-c 
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desires  In  specific  billets.  The  "review  date"  is  the  time  when  the 
Officer  Assignment  Board  is  scheduled  to  review  an  officer  for 
reassignment.  This  is  usually  seven  months  or  more  in  advance  of  the 
time  that  the  officer  could  expect  a move.  In  practice,  an  officer  is 
seldom  up  for  review  at  any  specific  date,  but  is  considered  many  times 
during  the  assignment  process  in  order  to  optimize  the  matching  of 
qualified  individuals  with  the  needs  of  the  organization  and  to  the 
extent  practical  to  those  of  the  individual.  Determination  of  the  review 
date  is  based  upon  a number  of  factors  involving  the  nature  of  the  work, 
the  situation  with  respect  to  the  organization  and  the  officer,  etc. 
Mindful  of  this,  the  officer  should  make  personal  wishes  known 
sufficiently  in  advance  of  the  board's  deliberations. 

c.  Vacancies  come  about  through  the  departure  of  an  incumbent 
or  the  creation  of  a new  position.  These  vacancies  are  filled  by 
selecting  the  best  qualified  officers  from  among  those  currently 
available  for  assignment  or  reassignment.  An  officer's  qualifications 
are  determined  from  the  Official  Personnel  File.  It  is  the  officer's 
responsibility  to  assure  that  all  relevant  information  has  been  forwarded 
for  inclusion  in  the  file. 

d.  Officers  are  expected  to  be  aware  of  the  limitations  in 

the  assignment  process  and  to  realize  that  individual  desires  may  not 
always  be  satisfied.  However,  an  officer's  opportunities  to  fulfill 
career  goals  are  greatly  enlarged  by  active  participation.  Officers 
should  actively  participate  by: 

(1)  Giving  thought  to  their  careers  as  a whole; 

(2)  Investigating  jobs  which  Interest  them;  and 

(3)  Forwarding  assignment  preferences  at  the  end  of  the 
calendar  year  via  the  Service  Report,  NOAA  Form  56-25,  through  the 
Immediate  supervisor  to  the  Director,  NOAA  Corps,  Attn:  NCI. 

(4)  Forwarding  assignment  preferences  by  letter,  as  often  as 
desired,  through  the  line  of  authorl ty/chain  of  cownand  to  the  Director, 
NOAA  Corps,  Attn:  NCI.  When  an  officer  is  requesting  assignment  to  a 
specific  billet  or  program  area  by  letter,  a copy  should  be  forwarded  to 
the  cognizant  MLC  liaison  officer,  e.g.,  a request  for  assignment  to  the 
NMFS,  Pacific  Environmental  Group  or  NMFS,  Marine  Mammals  orcgrar  area 
should  note  that  an  information  copy  has  been  sent  to  the  NMF?  Liaison 
Officer. 

5.  Request  for  Assignment  of  a NOAA  Conwissloned  Officer 
"he  Director.  NOAA  Corps  is  responsible  for  the  assignment  of 
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commissioned  officers  throughout  NOAA,  in  compliance  with  broad  goals 
established  by  the  Administrator,  for  the  most  effective  utilization  of 
the  NOAA  Corps  in  support  of  NOAA's  programs.  An  office  with  a need  for 
a commissioned  officer  should  submit  the  request  (see  attachment  1) 
through  the  appropriate  chain  of  conmana  (includes  Director,  Major  Line 
Component  - Attn:  NOAA  Corps  Liaison  Officer)  to  the  Director,  NOAA 
Corps.  Although  positions  and  funding  are  centrally  managed  by  the 
Office  of  the  Director,  NOAA  Corps,  it  should  be  noted  that  certain 
support  costs  are  chargeable  against  the  benefiting  organization,  i.e. 
MLC/POE.  Liaison  officers  and/or  the  Office  of  the  Oirector,  NOAA  Corps, 
can  provide  details  concerning  positions  and  funding. 

6.  Duty  Tours 

a.  Whenever  possible,  an  officer's  first  assignment  shall  be  aboard 
a NOAA  ship,  or  on  a field  project. 

b.  Initial  sea  duty  tours  typically  are  eighteen  months  to  two  years 
in  length  with  subsequent  sea  tours  of  two  to  three  years. 

c.  Shore  Duty  tours  following  Initial  sea  assignments  are  normally 
two  to  three  years  in  length. 

d.  Assignments  may  be  lengthened  or  shortened  for  the  convenience  of 
the  Government.  Tour  lengths  are  governed  by  the  nature  of  the  assign- 
ment or  mission.  All  tours  tend  to  become  longer  with  seniority  in 
service. 


e.  Emergency  assignments  are  exempt  from  all  timing  limitations  of 
any  nature  and  may  start  and  stop  at  any  time  required  by  the  emergency. 

f.  Any  officer  assigned  (PCS)  to  either  Alaska  or  Hawaii  is  expected 
to  serve  In  that  assignment  at  least  two  years  unless  relieved  earlier  by 
the  Director,  NOAA  Corps.  An  officer  who  is  unwilling  to  so  serve  should 
refrain  from  requesting  such  an  assignment.  An  officer  selected  for  such 
assignment  without  requesting  it  and  is  unwilling  to  serve  the  two  years 
should  so  indicate  upon  being  notified  of  Impending  assignment.  The 
Director  will  then  determine  whether  the  assignment  will  be  made  without 
the  two-year  stipulation.  The  resignation  of  an  officer  assigned  under 
the  two-year  stipulation  normally  will  not  be  accepted  until  two  years 
after  the  effective  date  of  his  orders  to  such  assignment. 

7.  Types  of  Outy  Tours 

During  the  assignment  process , consideration  shall  be  given  to  the  type 
of  duty  being  assigned.  However,  it  should  be  realized  that  total  equity 
between  contemooraries  cannot  always  be  maintained.  In  fact,  variations 
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will  be  imposed  whenever  it  is  In  the  best  Interest  of  the  Government. 

Numerous  anomalies  exist  within  each  "type"  of  duty,  e.g.  Class  I ship 
duty  vs.  Class  IV  ship  duty  or  field  parties  moving  at  four  to  six  month 
intervals  or  fixed  duty  with  regular  hours  vs.  fixed  duty  on  shift-work. 

Equating  such  types  of  duty  is  purely  judgemental.  Thus,  comparison  of 
the  number  of  months  one  officer  has  spent  on  a particular  type  of  duty 
with  those  of  another  officer  is  not  necessarily  a valid  comparison. 

Consideration  of  type  of  duty  being  assigned  is  given  primarily  to  assure 
broadening  of  each  officer's  professional  development  without  causing  any 
particular  officer  to  experience  too  much  duty  in  any  one  category. 

Types  of  duty  are  as  follows: 

a.  Sea  duty  - Assignments  where  an  officer's  orders  are  so  endorsed, 
and  indicate  an  assignment  aboard  an  operational  vessel.  Assignment  to 
temporary  sea  duty  must  be  documented  by  forwarding  an  endorsed  copy  of 
the  official  order  to  Commissioned  Personnel  Division,  Attn:  NCI. 

b.  Fixed  shore  duty  - Assignments  to  Headquarters,  a Marine  Center,  • 

laboratory,  full-time  training  at  a university  or  college,  ship 

construction  base,  or  such  similar  duty  which  requires  only  brief  travel 
periods,  if  any,  from  the  official  duty  station.  , 

c.  Mobile  duty  - Assignments  where  the  officer  is  required  to  travel 
so  frequently  that  “blanket"  travel  orders  are  necessary  due  to  the 
officer  being  in  a travel  status  throughout  the  majority  of  the  tour. 

Typical  examples  are: 

i 

Hydrographic  Field  Parties 

National  Geodetic  Survey  Parties  | 

Tides  Parties  ' 

Flight  Outy  j 

Recruiting  Outy 
Airport  Survey  Parties 
Photogrammetric  Parties 

Lake  Survey  Center,  R/V  SHENAHON  r 

8.  Voluntary  Independent  Research  Activity 

In  order  to  permit  the  fullest  use  of  the  physical  and  intellectual 
resources  of  the  NOAA  Corps;  captains  of  NOAA  vessels,  directors  of 
Primary  Organization  Elements,  installations,  and  NOAA  supervisors  at 
appropriate  other  organizational  levels  should  encourage  and  support 
voluntary  independent  research  and/or  experiment  by  officers  of  the  \'0A4 
Corps  during  duty  and  nonduty  hours  subject  to  certain  previsions 
contained  herein. 

Recognizing  that  plans  and  schedules  never  completely  anticipate  future 
developments . including  whims  of  nature  and  conditions  of  service,  there 
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will  be  occasional  intervals  of  inactivity.  Also,  in  some  locations, 
some  officers  may  desire  to  make  use  of  their  leisure  time. 

Consequently,  each  commissioned  officer  is  invited  to  pursue  some 
Independent  line  of  scientific  inquiry  related  to  the  general  mission  of 
NOAA.  Ship  captains,  directors,  or  top  local  supervisors  may  make 
facilities  and  equipment  available  for  such  voluntary  activity,  subject 
to  the  following  provisions: 

a.  The  officer,  whose  substantive  duties  have  been  completed,  wishes 
to  perform  such  study. 

b.  The  officer  is  off  duty  and  wishes  to  perform  such  study. 

c.  The  officer's  correspondence  courses  and  workbook  obligations  are 
up-to-date. 

1 

d.  Use  of  facilities  and  equipment  must  not  interfere  with  i 1 

scientific  operations  or  experiments  in  progress.  J 

e.  No  aspect  of  officer  study  would  warrant  moving  a ship  or 
aircraft  otherwise  at  rest,  or  stopping  a ship  otherwise  underway;  but 
the  captain  may  approve  such  actions. 

f.  Although  helpful,  study  need  not  be  directly  related  to 
immediate  duties. 

g.  Proposals  should  not  have  such  amibitious  Implications  as  to 
raise  the  question  of  interference  with  regularly  assigned  duties,  or  be 
of  such  duration  as  to  interfere  with  the  officer  assignment  process. 

I 1 

The  director  of  each  Primary  Organization  Element  may  approve  sending  of 
limited  quantities  of  books  and  equipment  to  officers  at  remote 
locations,  based  on: 

1 

Cogency  of  the  proposal  for  such  study. 

Ability  of  the  officer  to  complete  the  work  satisfactorily. 

Relevance  to  the  agency's  over-all  mission. 

Availability  of  equipment. 


Each  study  or  experiment  should  be  summarized  for  placement  in  the 
officer's  personnel  jacket.  Quality  of  thinking  is  more  important  than 
the  size  of  the  study.  It  is  not  necessary  to  prove  anything  but  it  is 
important  to  be  clear  and  accurate.  If  an  idea  is  developed  to  the  point 
where  it  is  suitable  'or  a technical  note  or  paper,  the  o'ficer  <s 
encouraged  to  publish  t"P  work  in  conformity  with  agency  procedures  'or 
publication. 

Al’  officers  are  receded  that,  since  this  study  work  often  involves  an 
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56-47  COMMISSIONED  OFFICERS  - NONOISABILITY  RETIREMENT 

1.  General 

a.  The  NOAA  Corps  retirement  system,  like  the  retirement  systems 
of  all  the  uniformed  services.  Is  structured  on  the  basis  of  a 30-year 
career.  Maximum  retired  pay  Is  based  on  30  years  of  active  service 

(2  1/2  X x 30.  or  75S  of  basic  pay). 

b.  Normally,  an  officer  will  be  retired,  on  his  own  application,  on 
the  first  day  of  any  month  after  he  completes  30  years  of  active  service. 

c.  An  officer  may  also  request  retirement  after  completing  20  but  less 
than  30  years  of  active  service.  However,  his  retirement  will  be  approved 
only  If  his  services  can  be  spared  without  adverse  effect  on  the  continued 
and  effective  operations  of  NOAA's  programs,  and  provided  he  has  completed 
at  least  2 years  of  active  service  In  his  current  grade  computed  from  his 
date  of  rank  In  such  grade.  Waiver  of  this  tlme-ln-grade  requirement  may 
be  made  by  the  Director,  NOAA  Corps  due  to  extenuating  circumstances. 

(33  USC  8531) 

d.  An  officer  may  be  retired  involuntarily,  as  provided  herein, 
because  of  statutory  age,  failure  to  be  selected  for  promotion,  or  when 
his  retirement  Is  considered  to  be  In  the  best  Interests  of  the  Service. 

(33  USC  853k  and  853g) 

2.  Voluntary  Retirement 

a.  Creditable  Service 

• 

To  establish  eligibility  to  voluntarily  retire  under  the  provisions  of 
33  USC  853£,  an  officer  must  complete  20  years  of  active  service  of  which  at 
least  10  years  was  service  as  a comnlssloned  officer  (33  USC  864;  10  USC  6323). 
Active  service  for  this  purpose  Is  defined  as  all  active  duty,  includinq 
active  duty  for  training.  In  the  Armed  Forces,  and  all  active  service  as  a 
comnlssloned  officer,  deck  officer,  or  Junior  engineer  in  the  National  Oceanic 
and  Atmospheric  Administration,  the  Environmental  Science  Services  Adnlnistration, 
or  the  U.S.  Coast  and  Geodetic  Survey  (33  USC  853o-l;  33  USC  864;  10  USC  6323). 

b.  Retirement  Application 

(1)  An  eligible  officer  desiring  voluntary  retirement  shall 
submit  his  retirement  application  at  least  six  months  before  the  date  he 
desires  transfer  to  the  retired  list.  In  unusual  or  emergency  situations, 
the  six-month  reauirement  may  be  waived  by  the  Director,  NOAA  Corps. 
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56-47  COMMISSIONED  OFFICERS  - NONOISABILITY  RETIREMENT  (Cont’d) 

(2)  Except  for  officers  serving  In  the  grade  of  rear  admiral 
(upper  half)  or  higher,  retirement  applications  shall  be  In  letter 
form  addressed  to  the  President  of  the  United  States  and  forwarded 
through  the  chain  of  comnand,  Including  the  cognizant  office  of  the 
primary  organization  element,  to  the  Director,  NOAA  Corps  who  acts  for 
the  President  for  this  purpose.  For  officers  serving  In  the  grade  of 
rear  admiral  (upper  half)  or  higher,  such  applications  shall  be  addressed 
to  the  President  and  forwarded  through  the  chain  of  comnand  to  the 
Administrator  of  NOAA  who  acts  for  the  President  In  this  Instance. 

(3)  Retirement  applications  shall  be  processed  promptly  through 
the  chain  of  command.  Endorsements  shall  Indicate  whether  the  requested 
retirement  date  is  compatible  with  the  planned  operations  of  the  ship  or 
activity  and,  when  appropriate,  recomnend  an  alternate  date. 


c.  Application  Format 

(1)  Suggested  wording  for  a voluntary  retirement  application  Is 

as  follows:  "Having  completed  (fill-in)  years  of  active  service.  I request 
transfer  to  the  Retired  List  to  be  effective  on  the  first  day  of  (month  and 
year)."  If  desired,  amplifying  information  may  be  included  in  separate 
paragraphs. 

(2)  All  retirement  applications  shall  Include  the  following 
statement:  "To  my  knowledge,  I am  (not)  financially  indebted  to  the 
Government  of  the  United  Spates."  If  knowledge  of  indebtedness  exists, 
this  statement  should  indicate  the  amount  of  indebtedness  and  the  schedule 
established  for  repayment. 

d.  Request  for  Withdrawal  or  Change  of  Effective  Date 

Upon  request,  the  Adninlstrator  or  Director,  NOAA  Corps,  as  appropriate. 

In  his  discretion,  may  approve  the  withdrawal  of  a tendered  or  approved 
retirement  application,  or  a change  in  the  effective  date  of  retirement, 
provided  such  request  is  approved  before  the  retirement  Is  effected. 
Generally,  requests  to  extend  an  effective  date  of  retirement  will  be 
approved  provided  the  extension  is  for  at  least  six  months.  All 
requests  for  withdrawal  or  change  of  effective  date  shall  be  submitted 
through  the  chain  of  command  as  outlined  in  b(2)  above  and  contain 
justification  for  the  requested  action. 
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56-47  COMMISSIONED  OFFICERS  - NONOISABILITY  RETIREMENT  (Cont'd) 
e.  Effective  Oate 

The  approved  effective  date  of  retirement  under  the  provlsons  of  33  USC  853E 
will  be  specified  in  retirement  orders  by  the  Oirector,  NOAA  Corps.  By 
operation  of  law,  the  date  specified  shall  be  the  first  day  of  the 
month.  The  officer's  last  day  of  active  duty  Is  the  last  day  of  the 
preceding  month.  (5  USC  8301) 

3.  Involuntary  Retirement 

a.  Statutory  Age 

(1)  When  any  officer  serving  In  a grade  below  that  of  rear  admiral 
has  attained  the  age  of  60  years,  he  shall  be  placed  on  the  retired  list 
effective  on  the  first  day  of  the  month  following  his  60th  birthday. 

(33  USC  853k(a)) 

(2)  When  any  officer  serving  in  a grade  above  that  of  captain 
has  attained  the  age  of  62,  he  shall  be  placed  on  the  retired  list,  except 
that  the  Secretary  of  Commerce  may.  In  his  discretion,  defer  placing  such 
officer  on  the  retired  list  for  the  length  of  time  he  deems  advisable  but 
not  later  than  the  date  on  which  he  attains  the  age  of  64  years. 

(33  USC  853k(b)) 

b.  Failure  of  Selection  for  Promotion 

(1)  As  recommended  by  the  Officer  Personnel  Board,  any  officer  in 
the  permanent  grade  of  lieutenant  commander  or  commander  who  twice  in 
succession  falls  of  selection  for  permanent  promotion  may  be  involuntarily 
retired  or  retained  on  active  duty  at  the  discretion  of  the  Oirector, 

NOAA  Corps.  An  officer  is  considered  to  have  failed  of  selection  when 

(i)  he  Is  In  an  established  promotion  zone;  (11)  he  Is  not  selected  for 
promotion;  and  (111)  an  officer  junior  to  him  is  selected  from  within 
the  promotion  zone. 

(2)  In  any  fiscal  year,  the  total  number  of  officers  involuntarily 
retired  pursuant  to  this  subparagraph,  subparagraph  c below,  and  the  number 
of  officers  involuntarily  discharged  in  accordance  with  paragraphs  1b  and 

1c,  NOM  56-57,  plus  the  number  of  officers  retired  for  age  under  suboaraoraph 
a above,  shall  not  exceed  the  whole  number  nearest  4 percent  of  the  total 
authorized' number  of  officers  on  the  active  list.  (33  NSC  853g) 
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(3)  Any  retirement  pursuant  to  this  subparagraph  shall  become 
I effective  on  the  first  day  of  the  sixth  month  following  the  date  of 

approval  of  the  retirement  by  the  Director,  NOAA  Corps,  unless  the 
officer  concerned  requests  earlier  retirement,  in  which  case  the  date 
shall  be  as  determined  by  the  Director.  (33  USC  853g) 

c.  8est  Interest  of  the  Service 

(1)  As  recomnended  by  the  Officer  Personnel  Board,  any  officer 
In  the  permanent  grade  of  captain,  commander  or  lieutenant  commander  may 

be  transferred  to  the  retired  list,  at  the  discretion  of  the  Director,  NOAA 
Corps,  for  the  best  interest  of  the  Service  pursuant  to  the  provisions  of 
33  USC  853g.  An  officer's  Involuntary  retirement  Is  considered  to  be  In 
the  best  interest  of  the  Service  for  one  or  more  of  the  following  reasons: 

I 1 

(a)  *n  officer's  performance  of  duty  Is  at  a level  below 
that  expected  of  an  officer  of  his  office,  rank  or  grade,  and  who  Is  not 
well  fitted  for  the  duties  and  responsibilities  of  higher  grades; 

(b)  An  officer  Is  not  suited  for  continued  service  for  one 
or  more  of  the  following  similar  causes: 

1.  Conduct  contrary  to  laws,  regulations,  or  administrative 
directives  applicable  to  commissioned  officers. 

2.  Intentional  omission  or  misrepresentation  of  facts 
In  official  statements,  either  oral  or  written. 

> 3.  Act  of  Intemperance  and/or  personal  misconduct  to 

the  discredit  of  tKe  Service. 

(c)  A reduction  In  the  strength  of  the  Corps  is  necessary  by 
reasons  of  program  contraction  or  numbers  limitation. 

(2)  In  any  fiscal  year,  the  total  number  of  officers  Involuntarily 
retired  pursuant  to  this  subparagraph,  subparagraph  b above,  and  the  number 
of  officers  Involuntarily  discharged  in  accordance  with  paragraphs  1b  and 

lc,  NDM  56-57,  plus  the  number  of  officers  retired  for  age  under  subparagraph 
a above,  shall  not  exceed  the  whole  number  nearest  4 percent  of  the  total 
authorized  number  o*  officers  on  the  active  list.  (33  USC  853g) 
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(3)  Any  retirement  pursuant  to  this  subparagraph  shall  become 
j effective  on  the  first  day  of  the  sixth  month  following  the  date  of 

approval  of  the  retirement  by  the  Director,  NOAA  Corps,  unless  the 
officer  concerned  requests  earlier  retirement.  In  which  case  the  date 
shall  be  as  determined  by  the  Director.  (33  USC  853g) 

j 

4.  Process 

a-  When  Involuntary  retirement  under  the  provisions  of  3c,  above. 

Is  Indicated,  except  when  a reduction  in  strength  is  necessary  by  reason 
of  program  contraction  or  numbers  limitation,  the  officer  concerned 

shall  be  notified  of  his/her  right  to  show  cause  as  to  why  the  retirement  ' 

should  not  be  carried  into  effect,  prior  to  a final  decision  on  retirement 
from  service. 

b.  If  the  officer  concerned  does  not  elect  to  exercise  the  right 
to  show  cause  as  set  forth  In  a,  above  within  30  day-,  of  receipt  of 
the  notification,  or  states  In  writing  a desire  not  to  elect  to  exercise 
the  right  as  set  forth  In  a,  above,  retirement  shall  be  effected  as 
prescribed  In  3c  above,  as  appropriate. 

^ c.  If  the  officer  concerned  elects  to  exercise  the  rights  under  i 

a,  above,  the  Oirector,  NOAA  Corps  shall  provide  the  officer  with  the 
opportunity  to  submit  any  evidence  the  officer  may  wish  to  present  to 
the  Officer  Personnel  Board,  and  if  the  officer  appears  In  person  to 
call  and  question  any  witness  who  has  knowledge  of  the  case.  A complete 
. record  of  such  proceedings  shall  be  made  and  forwarded  to  the  Oirector,  , 

NOAA  Corps  for  review  prior  to  final  determination.  In  the  event  the  i 

record  Is  not  In  the  form  of  verbatum  transcript  the  officer  Involved 

* ' shall  be  notified  of  the  right  to  review  the  record  as  forwarded  by 

the  Board  to  the  Director,  NOAA  Corps  and  Include  an  additional  statement 
concerning  any  disagreement  with  the  record  as  submitted. 

d.  When  a personal  appearance  to  show  cause  In  accordance  with 
a.  above  Is  requested  by  the  officer  concerned,  the  following  rights 
shall  accrue:  The  officer  may  be  represented  by  a representative  of 
his  or  her  choice;  the  officer  may  request  any  witness  who  has 
knowledge  of  the  case,  and  reasonable  efforts  shall  be  made  to  obtain 
witnesses  so  requested;  submit  evidence  by  affidavit  or  otherwise  to 
the  Board;  and  question  witnesses  called  by  the  Board. 

e.  An  officer  who  has  been  recommended  for  Involuntary  retirement  ★ 

, under  the  provisions  of  3.b  above,  may  request  within  30  days  of  receipt 

of  notification,  that  the  Oirector,  NOAA  Corps  appoint  a Records  Examination 
Board  to  determine  whether  or  not  Information  contained  in  the  officer's 
personnel  file  should  be  corrected  or  •-emoved.  Such  a request  must 
be  in  writin?  and  specifically  identify  the  records  o'"  parts  thereof 

• to  be  corrected  or  removed.  At  the  discretion  o*  the  Director,  NOAA 
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56-47  COMMISSIONED  OFFICERS  - NONDISABILITY  RETIREMENT  (Cont'd) 


b.  A part  of  a year  that  Is  six  months  or  more  which  may  be  obtained 
by  adding  the  total  service  outlined  above  shall  be  credited  as  a whole 
year  for  multiplier  purposes. 

c.  Retired  pay  may  not  exceed  75  percent  of  the  basic  pay  upon 
which  the  computation  of  retired  pay  Is  based. 


7.  Payment  of  Retired  Pay 


a.  The  pay  accounts  of  retired  NOAA  officers  are  maintained  and 
administered  on  a contract  basis  by  the  Commanding  Officer,  U.S.  Navy 
Finance  Center,  Cleveland,  Ohio  44199  in  accordance  with  Navy  rules 
and  regulations  governing  retired  pay.  Therefore,  retired  NOAA 
officers  shall  comply  with  the  Instructions  of  the  Cocimandlng  Officer, 
Navy  Finance  Center  regarding  their  retired  pay. 

b.  Any  allotments  an  officer  has  In  effect  while  on  active  duty 
are  discontinued  upon  transfer  to  the  retired  list.  In  order  to  allot 
from  retired  pay,  a signed  letter  request  to  the  Navy  Finance  Center 
Is  required.  The  letter  must  specify  the  name  and  address  of  the 
allotee,  the  amount  of  the  allotment,  and  the  date  of  the  first  payment. 
Allotments  are  limited 
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56-59  COMMISSIONED  OFFICERS  - INVOLUNTARY  NONDISABILITY  DISCHARGE 
1.  General 

• a.  An  ensign  or  any  other  officer,  durinq  the  first  three 
years  of  service,  who  is  determined  by  the  Officer  Personr'.l  Board  to  be 
mentally,  morally,  or  professionally  not  qualified  for  retention  with 
the  approval  of  the  Oirector,  NOAA  Corps,  shall  have  the  commission 
revoked.  (33  USC  853e(b),  33  USC  853t  (a)) 

b.  As  recommended  by  the  Officer  Personnel  Board,  the  Director,  NOAA 
Corps, may  discharge  from  service  with  severance  pay  any  officer  in  the 
permanent  grade  of  lieutenant  or  lieutenant  (junior  grade)  who  twice  in 
succession  fails  of  selection  for- promotion.  An  officer  Is  considered 

to  have  failed  of  selection  when  (l)  the  officer  is  in  an  established 
promotion  zone;  (2)  the  officer  is  not  selected  for  promotion;  and  (3)  an 
officer  junior  to  the  officer  In  question  is  selected  from  within  the 
promotion  zone.  (33  USC  8539 : 33  USC  853r). 

c.  As  recommended  by  the  Officer  Personnel  Board,  any  officer  in 
the  permanent  graue  of  lieutenant  or  lieutenant  (junior  grade)  may  be 
discharged  pursuant  to  33  USC  853g,  with  severance  pay  in  the  discretion 
of  the  Director,  NOAA  Corps,  for  the  best  Interest  of  the  Service.  An 
officer's  discharge  is  considered  to  be  in  the  best  Interest  of  the 
Service  for  one  or  more  of  the  following  reasons: 

(1)  An  officer's  performance  of  duty  is  at  a level  below  that 
expected  of  an  officer  of  the  office,  rank  or  grade,  and  who  is 
not  well  fitted  for  the  duties  and  responsibilities  of  higher  grades; 


(2)  An  officer  Is  not  suited  for  continued  service  for  one  or 
more  of  the  following  similar  causes: 

(a)  Conduct  contrary  to  laws,  regulations,  or  administrative 
directives  applicable  to  commissioned  officers. 

(b)  Intentional  omission  or  misrepresentation  of  facts  in 
official  statements,  either  oral  or  written. 

(c)  Act  of  Intemperance  and/or  personal  misconduct  to  the 
discredit  of  the  Service. 

(3)  A reduction  In  the  strength  of  the  Corps  Is  necessary  by 
reasons  of  program  contraction  or  numbers  limitation. 
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56-59  COMMISSIONED  OFFICERS  - INVOLUNTARY  NONDISABILITY  DISCHARGE  (Cone ’a) 

d.  In  any  fiscal  year,  tne  total  number  of  officers  Involuntarily 
discharged  in  accordance  with  subparagraphs  b and  c above,  and  the  number 
of  officers  involuntarily  retired  under  subparagraphs  3b  and  3c,  uDK  56- 
47,  plus  tne  number  of  officers  retired  for  age  pursuant  to  subparagrapn 
3a,  HOM  56-47,  snail  not  exceed  the  whole  number  nearest  4 percent  of 
the  total  authorized  number  of  officers  on  the  active  list.  (33  USC  853g) 

2.  Effective  Date  of  Discharge 

a.  The  effective  date  of  separation  for  an  officer  whose  commission 
Is  revoked  shall  be  as  determined  by  the  Director,  NOAA  Corps. 

b.  Involuntary  discharges  under  lb  and  lc  above  shall  become  ef- 
fective on  the  first  day  of  the  sixth  month  following  the  date  of  ap- 
proval by  the  Director,  NOAA  Corps,  unless  the  officer  concerned  requests 
earlier  separation,  in  which  case  the  effective  date  shall  be  as  de- 
termined by  the  Director.  (33  USC  853g) 

3.  Process 

a.  When  involuntary  separation  under  the  provisions  of  1 a.  or  l e. 
above  is  indicated,  except  when  a reduction  In  the  strength  of  the  Corps 
Is  necessary  by  reasons  of  program  contraction  or  number  limitation,  the 
officer  concerned  shall  be  notified  of  the  right  to  show  cause  as 

to  why  the  separation  should  not  be  carried  into  effect,  prior  to  a final 
decision  on  separation  from  service. 

b.  If  the  officer  concerned  does  not  elect  to  exercise  the 

right  to  show  cause  as  set  forth  In  a. above  within  30  days  of  receipt  of 
the  notification,  or  If  the  officer  states  in  writing  a desire  not  to 
elect  to  exercise  the  right  as  set  forth  in  a.  above,  separation 
shall  be  effected  as  prescribed  In  2.  above. 

c.  If  the  officer  concerned  elects  to  exercise  the  rights 

under  a-  above,  the  Olrector,  NOAA  Corps,  shall  provide  the  officer  with 
the  opportunity  to  submit  any  evidence  the  officer  may  wish  to  present 
to  the  Officer  Personnel  Board,  and.  If  the  officer  appears  In  person, 
to  call  and  question  any  witness  who  has  knowledge  of  the  case.  A 
complete  record  of  such  proceedings  shall  be  made  and  forwarded  to  the 
Director,  NOAA  Corps, for  review  prior  to  final  determination.  In  the 
event  the  record  is  not  In  the  form  of  verbatum  transcript, the  officer 
involved  Shall  be  notified  of  the  right  to  review  the  record  as 
forwarded  by  the  Board  to  the  Director,  NOAA  Corps,  and  include  an 
additional  statement  concerning  any  disagreement  with  the  record  as 
submitted. 
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56-59  COMMISSIONED  OFFICERS  - INVOLUNTARY  NONDISABILITY  DISCHARGE  (Coat’d) 

d.  When  a hearing  In  accordance  with  a.  above  Is  requested  by  the 
officer  concerned,  the  following  rights  shall  accrue:  The  officer  may 

be  represented  by  a representative  of  the  officer's  choice;  the  officer  may 
request  any  witness  who  has  knowledge  of  the  case,  and  reasonable  efforts 
shall  be  made  to  obtain  witnesses  so  requested;  the  officer  may  submit  evidence 
by  affidavit  or  otherwise  to  the  Board;  and  the  officer  may  question 
witnesses  called  by  the  Board. 

e.  An  officer,  who  us  been  recommended  for  involuntary  separation 
under  the  provisions  of  l.b.  above,  may  request  within  30  days  of  receipt 
of  the  notification  that  the  Olrector,  NOAA  Corps,  appoint  a Records 
Examination  Board  to  determine  whether  or  not  information  contained  in 

the  officer’s  personal  file  should  be  corrected  or  removed.  Such  a request 
must  be  In  writing  and  specifically  Identify  the  records  or  parts  thereof 
to  be  corrected  or  removed.  At  the  discretion  of  the  Director,  NOAA  Corps, 

a board  of  one  or  more  officers  senior  In  rank  to  the  officer  Involved 

and  who  have  not  In  any  way  participated  In  the  recommendation  to  separate, 
may  be  appointed  as  a Records  Examination  Board  to  receive  any  evidence 
the  officer  may  wish  to  submit  and  make  appropriate  reconmendatlons  to 
the  Olrector,  NOAA  Corps,  concerning  corrections,  deletions  or  additions 
to  the  officer's  personal  file, 

f.  A request  by  an  officer  for  a Records  Examination  Board  (under  e. 

above  If  granted)  shall  entitle  the  officer  to  present  evidence  either 

In  person  or  by  affidavit  to  the  Board.  A summary  of  the  record  of  such 
proceedings  along  with  the  Board's  recommendation  shall  be  shown  to  the 
officer  involved  prior  to  submission  to  the  Director,  NOAA  Corps.  If 
the  officer  involved  disagrees  with  the  summary  of  the  record  or  the 
recommendation  of  the  Board,  may  submit  In  writing  the  reasons  therefore 
to  the  Olrector,  NOAA  Corps. 

4,  Severance  Pay 

Any  officer  separated, pursuant  to  subparagraphs  lb  or  lc  above,  shall  be 
paid  a lump-sum  payment  computed  on  the  basis  of  two  months1  basic  pay 
at  the  time  of  separation  for  each  year  of  service,  but  not  to  exceed  a 
total  of  two  years'  basic  pay.  A fractional  year  of  six  months  or  more 
shall  be  considered  a full  year  In  computing  the  number  of  years  of  service 
upon  which  to  base  the  lump-sum  payment.  (33  (JSC  853h) 

5.  Other 

Those  provisions  of  NOM  56*48  (paragraphs  3 and  4),  regarding  separation 
medical  examinations  and  additional  separation  procedures  are  applicable 
to  officers  being  separated  in  accordance  with  this  directive. 
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